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PREFACE

Since the beginning of the LEAA program in 1965, support for
training of law enforcement and criminal justice personnel has
accounted for the largest number of grant awards made under the
Law Enforcement Assistance Act. Projects in this area have
dncluded a variety of efforts~-recruit training, managemsnt courses,
national institutes, special subject workshops, graduate fellowships,
regional institute courses, development of State standards and training
systems, production of films, slides, and television training aids,
establishment of college-level degree programs, and preparation of
handbooks and training manuals.

Within the total training complex, the Office of Law Enforce-
ment Assistance {""OLEA") has made a special effort to assist in
the development or expansica of in-service professional education
opportunities for police commanders, administrators, and super~
visors. This publicaticn presents the final project reports of three
demonstration training efforts conducted for police personnel of a
particular State. The States involved are New Jersey, North Carolina,
and Arkansas,¥ The projects vary markedly in coverage, design,
course content, and training format and thus present an interesting
selection of models appropriate to different circumstances and train-
ing needs. Each project provided for an independent evaluation study,
the results of which are included in this comipilation.

-~

New Jersey Mobile Training Units--Grant 016%*

The New Jersey Police Training Commission's mobile unit
project has provided an innovative response to supervisory training
needs in medium-sized and smaller comrnunities, Its work was
accornplished through use of specially designed mobile unit clags~
rooms staffed by trained professional teams, equipped with modern
teaching aids, and experimenting with programmed as well as traditional

Other LEAA-supported command and supervisory courses have covered
multi-State regions {e.g., the New England state police-command callege,
the Northwest Traffic Institute management courses) or national groups

{e. g., the Harvard Business School seminars for large city police chiefs and

the JACP civil disorders workshops). ‘
*% “Award: $109, 630; project duration: May 1966 through June 1967,
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instructional materials, Considerable investment of time and effort
went into the design and development of the two mobile units employed
in the project. This was matched by careful selection and training of
the teaching staff and a responsible first-year evaluation by the Rutgers
University, Graduate School of Education, The project report covecss
the first year of operations during which some 717 officers participated
in 28 four-day supervisory courses conducted at 17 separate locations
throughout the State.* This student complement provided representation
of 21 percent of the target supervisory group (i.e., all lieutenants and
sergeants in county and municipal forces) and of 41 percent of the 431
county and municipal police agencies in the State.

The New Jersey project offers a possible model for cther States
faced with similar problems--sghortage of classroom space, need to
bring supervisory training to smaller local units, inability to undertake
the expense of establishing permanent regional academies. Thedemon-~
stration is continuing for a second year with LEAA support and, in view
of initial success, steps. have been initiated for assumption of full State
support of the project thereafter. The second year effort will include
refinement of the evaluation studies and a heavier emphasis on intro-
duction of programmed teaching materials.

North Carolina Police Management Institute--Grant 053%%

This grant, administered by the Institute of Government, Univer-
sity of North Carolina, involved presentation of a split-session, one-
month management course for 26 command municipal police officers
in cities with populations varying from 15, 000 to 200, 000. In all, 120
“wours of classroom instruction were presented in five 4-day sessions
wpread over a 6-month period. The course was thus moxre intensive
- .an the New Jersey curriculum and geared to a higher command level.
it wilized what the grantee, based on extensive experience in local
% reament personnel training, considered a proven technique for

. sximizing short course impact.

', .. extensive experience with short-courses of a functional

nature has indicated that they are most effective when broken
up into short intermittent instructional seasions with periodic
returns to the normal job." (Final Report p.2)

.nig format made possible, in addition to classroom instruction, the
introduction of numerous outside reading and problem-solving assign-
ments, some for application to back-home situations,

One basic training course (21 participants--245 hours of instxuction)
was also presented.
Award: $25, 089; project duration: August 1966 through November 1967,
(project operations ended in May ly67--extension approved for publication
of lecture and training materials). ’

iii

The project report contains an excellent description of the
program. Certain informatidnal appendices have been deleted,
but key items (e, g., the institute curriculum, special case materials,
the final examination)have been retained in this compilation. Two
evaluations were undertaken and one of these, that of the Associate
Dean of the University's School of Business, is presented following
the final report.

Arkansas Police Supervisors Classes--Grant 087%

The Arkansas project, developed and conducted by the Arkansas
Law Enforcement Training Academy, offers further contrast in
approaches to supervisory and management training. Sceking to
introduce a basic level of supervisory training in a State where
virtually none had existed before, it confronted threshhold problems
(e.g., stimulating participation, scheduling sessions so that small
department administrators could attend) which went considerably
beyond the normal challenges of developing a new training curriculum.
This was accomplished with considerable success, and ultimately, a
total of 386 trainees attended the four-course series** (3-5 days duration
per course) conducted in each of five regional locations across the
State. This was phased over a seven-month period with classes
scheduled on working days and terminating early enough to permit
students to return te their departments each day.

The fixed regional locations may be contrasted with the "fluid"
training sites of the New Jersey project or the single,central location
of the North Carolina project. Another difference was in trainee
makeup. Unlike New Jersey (involving primarily middle-level
supervisors) and North Carolina (involving chiefs and immediate
command subordinates), the Arkansas program spanned the super-
visory @pectrum, ranging from sergeants (and officers in promotional
line for that grade) through police chiefs and even some city managers.

The Arkansas effort generated extensive training materials, but
only the final narrative report and university-based evaluation (Arkansas
State College) are presented here. Particularly noteworthy is a com-
prehensive selection of training materials prepared for the fourth
course, ''Basic Law for Law Enforcement Officers, " by the Univer-
sity of Arkansas Law School. The evaluation offers a good picture

* Award: $33,251; project duration: October 1966 through November 1967.

s

The course titles were (i) community relations, (ii) police manage-
ment, (iii) science in law enforcement, and (iv) basic¢c law for law
enforcement officers.
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of trainee reactions and, in conjunction with the final project report,

. provides a frank assessmant of the organizational and other problems
caonfronting the program. It is interesting to note how a pragram of
this nature frequently highlights a variety of law enforcement needs,
some extending beyond the scope of the immediate project. This is
reflected in the report conclusions (p. ) which emphasize the need
for (i) a State minimum standards and training agency (ii) an
elementary training program for rural and small town officers (iii)
enhancing the attractiveness and financial security of a police

career (iv) criminal code revision,and (v) closer cooperation betwecn

law enforcement agencies and other components of the criminal
justice system.

PR

Further information about any of the projects may be obtained
from the Office of Law Enforceiment Assistance or the individual
grantees. OLEA is pleased to make these reports available and
hopes that their data and findings will be of assistance to States,
communities,and agencies considering similar efforts.

Office of Law Enforcement Assistance

March 1968
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State of New Jersey
Department of Law and Public Safety
Police Training Commission

INTERIM REPORTY

MOBILE  TRAINING  UNITS

Period

May 1, 1966 - June 30, 1967

SECTION I

PROJECT TITLE
A Demonstration Pilot Project to Evaluate the Creative Concept
: of Operating Professionally Staffed and Multi-Media Equipped
Mobile Police Training Facilities, as an Interim Solution to
i the Current Serious Problem of Inferior Facilities and Equip-

ment and Limited Personnel to Service Police Training Needs,

PROJECT NUMBER
016

-~
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COMMISSION RESPONSTBILITY.

The New Jersey Pollce Training Commission was created by
the State Legislature in 1961, with the enactment into law of
a "Police Training act."l e legislation directed the Com-
misslon to establish and administer a state-wide training pro-
gram for newly appoi:*ed county and municipal law enforcement
officers. Particlpatinn in the program was optional on the
part of every police agency. The legislation was revised and
effective July 1, 1965, every county and municipal police
agency was mandated to have all newly appointed law enforcement
officers attend Commission approved schools.2 No police offi-
ler can recelve permanent appointment in New Jersey unless he
successfully completes a prescribed iraining program and is

awarded a Qualifying Certifilcate.

»C¥MISSTION MEMBERSHIP

The Commission is a nine member body, répresentative of
w-1lce, educational and community interests, This composition

.3 as follows:

HONORABLE ARTHUR J. SILLS (CHAIRMAN)
Attorney General Of The State Of New Jersey

1. New Jersey., Revised Statutes 52:17B-66et seq, (1961)-(Appendix
2, Ibid., 52:17B-68 (1963) =0, [1961){Appendiz

MR, RALPH W, BACHMAN (VICE~CHAIRMAN)
Special Agent In Charge - Newark Office
Federal Bureau Of Investigation

PROFESSOR WILLIAM NEAL BROWN
Citizen Member

CHIEF EUGENE F. CLEMENS, JR,
Representative
New Jersey State Association Of Chiefe Of Police

COLONEL DAVID B, KELLY
superintendent Of The New Jersey State Police

MR, JOHN J, HEFFERNAN
President
New Jersey State Patrolments Benevolent Assoclation

MAYOR ALFRED R, PIERCE
Representative
New Jersey State League Of Munlcipalitien

DR. CARL L, MARBURGER
Commissioner
New Jersey State Department Of Education

MR, FRANCIS X, WHELAN
Citizen Member

COMMISSION POWERS

The Commission 1s vested with specific powers, responsi-

bilities and duties, among which gre:3

1., To prescribe standards for the approval and continu-
ation of approval of schoole at which police tralning courses
shall be conducted, :

2, To approve énd issue certificates of approval to
such schools, to inspect such schools from time to time, and

3. Ibid., 52:17B-T1 {1961)
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to revoke any approval or certificate issued to such schools.

3. To prescribe the currlculum, the minimum courses of
study, attendance requirements, equipment and facllities, and
standards of operation for such schools,

4, To prescribe minimum qualifications for instructors
at such schools and to certify, as qualified, instructors for
approved police training schools and to lssue approprilate
certificates to such instructors,

5. To certify police officers who have satisfactorily
completed training programs and to issue appropriate certifi-
cates to such police officers.

6. To make such rules and regulations as may be reason-
ably necessary or appropriate to accomplish the purposes and
objectives of the training act.

7. To make a continuous study of police training methods
and to consult and accept the cooperation of any recognized
federal or state law enforcement agency or educational insti-
tution,

8. To consult and cooperate with universities, colleges
and institutes in the State for the development of specialized
courses of atudy for police officers in police sclence and
police administration,

9. To consult and cooperate with other departments and
agencles of the State concerned with police training,

COMMISSION GOAL

——e

The Comm;ssion's primary -goal iz to make a contributilon,
within its sphere of operations, towards the professionaliza-
tion of police service. ?his objective can be substantially
achieved by the development of a sound program designed to

offer training in requisite skills and information and by

changing behavioral patterns in order to inculcate in each
trainee the desire and ability to perform his law enforcement
obligation in a legal, ethical and effective manner. The
Commission believes 1t has achieved measurable success in this
effort with the 4,544 law enforcement officers who have attend-

ed basilc courses during the past five years.4
TRAINING NEEDS

The substantial and unceasing need for the expansion of

_ exlsting tmiining programs and the urgent demand for additlonal

programs has caused a critical dilemma in the field of police
education and training, In more than a score of states Train-
ing Commissions have been established andiit is to these Com-
missions that many police agencies look for direction and
1eaderah1p.5 The Commissions cannot hope to successfully imple-
ment their mandated responsibilities unless adequate resources
and personnel are made available.

There are presently thfee major areas that require reme-
dial action, namely:

1, Police Instructors -- except for the larger of our

police agencles, counby and regional tralning schools are

4, New Jersey. Fifth Annual Activities Report - Police Training

Commission, Trenton, N.d. 1907. "
5. Police Chief, The. "State Training Leglslation," XXXXII,
No. 8, (August, 1965)
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staffed by part-time instructors. These dedicated individuals,
wha for the most part volunteer their services, have been
found to be proficient in the subjJect matter of their teaching

speciality, but generally lacking in rudimentary instructional
skills,

2., Classroom Facilities -- many classrooms currently

used are for the most part’ inadequate by any measure of edu-
cational criteria. Lighting, ventilation and acoustics are
generally poor. The desks ang seats being used are for the
most part designed for teenage students and have proven uncom-
fortable for adult trainees. The decor of the classrooms 1is
unimaginative and in some instances actually depressive. In

summary the learning environment is not conducive to motivating

trainees to lear:,

3. Audio-Visual Eguipment -- the "Chalk-board" is the
arimary teaching aid in many training programs, and on occagion
-+ Supplemented with training fiims., This generally 1s the ex-

“ent of teaching aids in most schools and this glaring defi-
%icy 18 readily apparent,

“JSSIBLE SOLUTIONS

There would appear to be several solutions to the pre-
viously cited deficiencies:

1.  Continue to make use of present facillities and
personnel and institute remedial actions such as: furnish a
modest range of audio-visual equipment and supporting mater-
lals; conduct tralning programs for police instructors 1n
teaching techniques; and attempt to obtain financial support
to renovate existing classrooms. This is a short range solu-
tion and this Commission is taking action in these areas.

2, Construct new facilities staffed by professional
instructors and adequately equipped with a wide range of audio-
visual equipment. This might be the long range solution.
Because of the capital outlays involved, even with federal sup-
port under the Safe Streets Act, there will be a protracted
time period before this could be accomplished.

3. Devise an interim solution that can bridge the gap
between the two previously mentloned solutions that will incor-
porate the three major concerns -- classrooms, police instruc-

tors and audio-visual equipment.

The Commisslion in studying potential areas to serve as an
interim solution, developed the concept of mobile faclilities,
The  report that will follow will recitg the Commission's ex-
perience in planning for their use, their operational status

and results obtalned.
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PROJECT TITLE

"A Demonstration Pilot Project to Evaluate the Creative
Concept Of Operating Professionally Staffed and Multi-Media
Equipped Mobile Police Training Facilities, as an Interim
Solution to the Current Serious Problem of Inferlor Facllitles

and Eq%ipment and Limited Personnel to Service Police Training
Needs.

PROJECT DESIGN

The ﬁroject proposal was structured to produce the
following:

1. To design, construct and operate two self-contained
mobile classrooms, that could with a minimum of effort be
easlly transported into every community within the State.

2. To equip the units with a modest range of pedagogical
hardware for the presentation of multi-media teaching instru-
ments, »

3. To staff each unit with a carefully selected two-man
team of professional police instr;ctors chosen on the basis of
proven instructional ability, in-depth police experilence and

academic competance and achievement.

PROJECT OBIECTIVES

1. To test and evaluate the feasibility and economics

11

of mobile trailning facilities, .

2., To demonstrate the potential of standardizing instruc-
tions and curriculum on a state-wlde basis,

3. To survey and evaluate the potential inherent in pro-
grammed learning for police trainees.

4, To develop and upgrade and extend the range of .audio-
visual training materials for police services by encouraging
the discerning and intensive usage of this equipment by inatruc-
tors.,

5, To measure the values of machine testing of learning
and comprehension rate of trainees in classroom situatlions.
The results of that testing should be incorporated 1nto the
guidelines for lesson plans, detalling time‘allocation for sub-
ject materlal and continuing curriculum development.

6. To empirically test and document the learning impact
resulting from a cohesive and integrated training system.

- <

IMPLEMENTATION OF THE PROJECT

Pending a review and possible funding of the project by
the Office of Law Enforcement Assistance, the Commission's
staff initiated planning studles. These studles were directed
into five major areas, namely:

1. Program Administration and Control,.



12

2. Recrultment of an Instructional Staff.

3. Deslgn and Constructlon of Mobile Units,

L, . Research, Selection and Development of Courses,

5. Evaluatlon of Project by an Independent Educational
Group.

The Commission was advised on April 27, 1966 that the
project had been approved for a period commencing May 1, 1966
and terminating June 30, 1967. The amount of the grant was
$109,630.  In commenting on the project former Attorney General
Nicholas de B. Katzenbach stated in part:

"New Jersey's proposal ie an imaginative one and

I am advised that i1ts presentation to our Office

of Law Enforcement Assistance was thorough and

well thought out. We are particularly interested

in the project's potential as a2 demonstration

and model for solution of training problems in
other states,"

JROGRAM ADMINISTRATION AND CONTROL

_ The Project Director, Mr, Leo A. Culloo, the Commission's
“#+rutive Secretary, subject to policy decisions by the Com-

+..»%0Nn, was responsible for the following activities:

1. Administration of the overall project.

2. Assignment of specific responsibilities to Commission
svaff members directly affiliated with the éroject and the im-
position of time elements for completing phases of the program,

3. Disbursement of all funds consistent with'federal and

13

state procedures,

4. pPreparation and executlon of all forms and reports
attendant to the project.

5. Assist the Commlission in hiring project personnel.

6. Establish records and correspondence flles,

FIELD OPERATIONS AKD AFFILIATED ACTIVITIES

Mr. James Dunn, the Commlssion!s Field Representatlve was
responsible for coordinating the following activitles:

Training Units -- establish lialson with state purchasing
officials, contractors and other agencies, in order to:

1, assist in the drafting of construction specificatior
for. the units,

2. confer with the prime building contractor and period-
ically inspect the unlts whille under construction to ascertain
if modifications were needed.

3. coordinate the delivery of audio-visual eguipment for
placement in the units.

4, secure proper registration and licensing for the units,

5. arrange irisurance coverage on the units,

6. secure necessary travel permits for theil use on the
liew Jersey Turnpike, Garden State Parkway and Atlantic City

Expressway.
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7. arrange for storage facllities when units were not in

Course Schedullng -~ arrange schedulling for the.units

through existing administrative structure emplcyed in the basic
training program,., , Procedures were adopbted and coordinated with
agencles that requested the units that included:

1. selection of a location.

2. determination of the police officers who would attend
the program.,

3. responsibility for notifying the students.

4. dissemination of information to local press media.

5. arranging opening day exercise with local officials,

Site Preparation ~- arrangements for the units while on

locatlion included:

1, plot travel route to site locatlon taking into consid-
eration the road systems; bridge clearances and potentlal
obstacles.

2, euitability of the site for manuvering the unit,

3. parking facilitles for students.

4, eating facilities for students,

5. communication of messages to students from their
agencies,

15

6. tollet facilitles.

7. avaiiability of power source.

Unit Maintenance -- in order to insure maximum usage of

the units and their equipment, procedures were developed to
cover:

1. responsibility for maintenance and repair of units and
their equipment,

2, vresponsibility for supplying units periodically with
training materials.

3. proceéure for effecting speedy repairs if a unit was

damaged.

INSTRUCTIONAL STAFF AND TRAINING MATERTALS

Mr. Leonard Harrison, the Commissionts Training Offlcer,
was responsible for coordinating the following activities:
Instructional Staff

1. determining training and academic criteria for the
employment of instructlonal personnel,

2. recruiting and assisting in the preliminary screening
of instructor applicants.

3. orlenting of personnel selected for instructor posi-

tions.,
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4, as=igring of instructional personnel to develop
specific segments of course contents and supperting materialc,

5. selecting of instructor teams.

Training Materials

1. give direction and supervise the preparation of
instructor lesson guides.

2.  give direction and supervise the preparation of
instructional materials (projectuals, tapes, slides, etc.)

3. @glve direction, supervise and establish procedure for

the distribution of "give-away" material to students.

Audlo Visual Equipnent

1. determine the types of audio-~visual equipment to be
sed,

2. draft specifications for the purchase of the equip-
&

e

3. confer with equipment manufacturers to determine the
~a.w s1lltles of their systems and to analyze their weaknesses,

4. establish procedures for servicing the equipment.

The Commission's staff, although accountable for develop-
ing specific portions of the program, did not function as inde-

pendent entitles, but closely coordinated their endeavors. of
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primary import was thelr desire to effectively, efficlently,
and economically bring the project into operaticnal reallty.

Instructional Staff

1t was lmmediately evident that all prior planning would
be diluted unless a competant instructional staff was recruited.
A simple scale was developed to screen applicantg, which con-
sisted of the following criteria:

1. Was the applicant academically qualified for adult
vocational teaching?

2. Did the applicant possess broad in-depth successful
field experilence as a police officer?

3. Was the applicant capable of researching and designing
progressive learning materials?

4., was the applicant personable and would he be able to

effectively operate in:a team teaching environment?

To provide the Commission with a broad base of applicants
from which to select, recruitment notices were inserted in the
Commission's monthly publicatlon, TRAINING BRIEFS, and noticet
were sent to police agencies in Adjacent states, More than a
score of appllcations was received. After a preliminary screen-
ing, ten applicants were orally interviewed by the Commission,
Trllowing the interviews four principal and two alternate selec-

tisnc were made, The four individuals ultimately selected -
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rendered excellens service.s ;
(NOTE: Section Two of the report contains a section

prepared by the instructional staff wherein is re-

counted the methodology they use in preparing the

courses and thelr experience in operating the units,)

RESEARCH, SELECTION AND DEVELOPMENT OF COURSES ;

The project design, as delineated in the stated objectives,
necessitated the formulation of instructional materigis for
three demonstrations, namely:

1. curricula designed to advance police learning by means
of professionagl instructors using 2 range of sophisticated
audio~visunal equipment,

2. a demonstration of the effectiveneas of teaching by
meang of instrumented programming.

3. a contrast of the effectiveness of teaching police

officers by traditional methods and the aforementioned methods,

An early declsion was made as to the type of coursées to be
offered, This decision was predicated upon the classic criteria
for determining any instructional effort, namely:

1. Does a need exiat for such learninrg?

6., Curriculum Vitae {Appendix II)
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2, Is there a body of individuals intrinsically motivated

to want such inatructions?

Inasmuch as the Commissionfs primary concern was the train~
ing of new police officers, the offering of a Basic Tralning
Course was clearly evident. In determining whether other types
of courses should have bzen offered, it was apparent a "Super-
visary Course"” was a necessity for several reasons:

1. Far more effective use could be made of the officers
attending the Commission’s basic course, if thelr 1mmediate
superiors were exposed to training that was consistent with
their dual responsibllity to their agency and to their immed-
late subordinates. ‘ o

2. There existed no permanent Craihing program in the
state specifically directed at "Pirst Line Supervisors,”
Training that did exist waé conducted primarily by Northmwestern
University which required a ree for thelr services, Generally
only the state's larger policevagencies sponsored these programs.

3. There are in the state 899 police lieutenants and

1,642 police sergeants to be serviced,

Inasmuch as the Commission had previously developed lesson
guides and supporting materials for the basic course, the in-

structional staff was directed to prepare a tgupervisory Course,”
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A twenty-four hour course spread over a period of four days was
celected for the following reasons,’?

1. It is believed that six hourz of training per day
should be the maximum exposure for introducing new training
materials to students,

2. A four day course would permit the trailning of a
larger number of officers,

3. The fifth day of the week could Le set aside for staff
dlscussions in order to evaluate the program, revision of

materials and the preparation of additional visuale.

DESIGN AND CONSTRUCTION OF THE UNITS

The crystalization of thinking as to what shape and form a
mobile classroom should take, evolved around the study of four
sbructures that could be tallored into a classroom. These
2T e

1. A bus

2. A cargo trailer

3. A diner contractor

4, A house trailer

A study was made of the advantages and disadvantages of

T. New Jersey. Police Supervisory Course -- Police Training
Commission, Trenton,” N.J, {1067] - (Appendix IiXj]

-

each type of structure. Manufacturers! representatives were
contacted and explained the concept the Commission envisioned.
Some representatives were extremely cooperatlve even going to

the expense of submitting plans and color drawlngs.

The resultant study narrowed the choice to either a bus or
a house traller, It was determined a house trailer was more
advantageous 1or the following reasons:

1. A converted house traller could comfortably accommo-
date thirty students and four observers (or four additional
students). A bus could comfortably accommodate a maximum of
tuenty-two students,

2. A driver with a tractor could be responsible for the
movement of three trailers without undue complications. (in
this project he handles two units). Each bus would require the
services of a driver or else the instructional staff would have
to double up and drive the units. Thils approach was‘not deemed
advisable because of the professional nature of the instruc-~
tional staff,

3. A house trailer cculd more readily be equipped with
a twin source of power =upply -~- a generator and electrical
power system. A bus would require major changes to incorporate
this system. ‘

4, A house trailer could accommodate an office for use
by the instructors whille not actively engaged in. teaching.
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Such an accommodation in a bus would further reduce the maxi-
mum number of students it could handle,
5. The house trailer has unlimited possibilities in

structural design; whereas, a bus leaves little lee~way for cus~

tomizing.

Baged on these considerations several house trailer build-
ers were invited to submlt drawings and specificationis, This
information was glven to the State Purchase Bureau who adver-
tised for bida. The bids required the construction of units
60 feet long 10 feet wide, 11 feet high, seats and desks for
30 students, an office for instructors, air-conditioning and
heating, dual power source and aluminum siding. The contract

was awarded. Each unit cost $16,412.18

Audio-~Visual Equipment

An Edex Multi-Media Teaching System was placed in each
unlt to serve as the focal point for the mechanical presenta-
tion of materials to students and to assist the instructor in
determining the learning pace of the student. In brief the
system utilized slides, tapes and filme synchronized in sequen-~
tial order to the subject matter under discussion. 1In addition
each student has 4 buttons lettered "A" - "BY - "ot . Hpt af

his desk which were tied into a conzole next to the instructor.
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The instruztor can continually test hils class by flashing ques-
tions on a screen and requiring each student to respond., By
checking the console the instructor determined how the class wasg
doing as a group or how an individual student was performing.

In addition each unit was equipped with an overhead pro-~
Jector, movie camera (for rear-view projection), I.B.M. for
dictating and transcribing machine, chalkboard and mount for
f1ip sheets,

PROJECT EVALUATION

The Graduate School of Vocational and Technlcal Education
of Rutgers Universlt& was selected to evaluate the project,
Dr. Charles Drawbaugh was named by thé echool to develop the
techniques and instruments for evaluating the costs and effec-
tiveness of the project. A number of meetings were held with
Dr, Drawbaugh and project personnel to establish selected pro-
cedﬂres prior to program operation. An evaluative design was
adopted to.probe three major areas:

1. the instructlonal staff

2. the instructional material

3. -the training facllity

A report of Dr. Drawbaugh!s evaluation is contained

herein,
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PROGRAM DEDICATION

The units became operational on January 9, 1967, A formal
dedlcation of the units was held shortly thereafter in front of
the State Capitol. Present were Governor Richard J. Hughes,
Attorney General Arthur J, 5111s, Deputy Director Daniel Skoler
ol the Office of Iaw Enforcement Assistance, United States

Department of Justice, and many dlgnltaries from the State and

lav enforcement groups.

SECTION II

This portion of the report will deal with some of the
operational experiences encountered during the project period.
Prior to this discusgion, 1t would prove heneficial to briefly
recount and evaluate some tralning statisticz that have served

as a basis to support some of the judgmente that will follow.

COURSES SCHEDULED

During the period, January 9, 1967 through May 25, 1967,
twenty-~elght four-day supervisory courses and one basic train-
ing course, consisting of 245 hours of instruction, were held,
These courses were conducted in seventeen separate locations
throughout the State. On several occasions, units remained at
a site for a period of two to four weeks to accommodate the
training demand in that locale. The majority of courses were

held in rural and suburban areas.

OFFICERS TRAINED

A total of 738 law enforcement personnel, representing
176 police agencies, attended these courses. Of this total,
T17 enrolled in the supervisory course and twenty-one enrolled
in-the basic course., The following table ls a breakdown by

rank of those in attendance:
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Rank Total Enrolled % of Enrollment
Chief 32 L.4g
Deputy Chief 12 , 1.6%
Captain 60 8.1%
Lieutenant 156 21.1%
Sergeant 390 52.9%
Patrolman (Supervisory) 67
Patrolman (Basic) 21 1.9

738 100.0%

- COMMENTS ON DATA

1. The 738 officers trailhed reprecents 5.8% of the
12,555 permanent county and municipal police officers in the
State.

2, The 156 lieutenants trained represents 17.6% of the
881 Ileutenants in the State.

3. The 390 sergeants trained reprezents 24,44 of the
1,595 sergeants in the State

4. oOne hundred and seventy six law enforcement agencles
enrolled officers in the program or bO.é;iof the 431 county
and municipal police agencles in the “tate.

5. The majority of the 67 patrolmen attending the super-
vizory course were awalting promotion to the rank of sergeant.,

6. The target group for training in theé supervisory
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course consisted of PRl lieutenante and 1,595 sergeants,
During the short period the units were in operation 156 lleu-
tenants and 390 sergeants or 21,9% of the target group was
accommodated,

7. The 32 chiefs of police in attendance constituted
7.4% of the 431 chiefs in the State; thereby, indicating their
desire for additional training and showing they apparently had no
reservations in attending training programs with men in subor-

dinate ranks,

It is apparent from the data previously mentioned, the
Commission made substantial inroads, in a short period of time,
in accommodating the tralning needs of_police‘superiors. In
addition, the broad representation in the program both by
agency and rank, indicates general acceptance of this type of

training.

PROGRAM ATIMINISTRATION

The planning stages, previously noted in Section I, gen-k
erally provided the framework for the transition into the
operational states, However,.a major unanticipated problem

evolved that delayed the project.
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CONSYRUCTION OF UNITS

The Commiasion received cofficlal notice of the funding
of the project on May 24, 1966, Shortly thereafter, at a
Commission Meeting on June 8, 1966, several offers to construct
the units were received by the Commission., In the interest of
rapldly implementing the project, the Commission forwarded the
offers to the State Purchase Bureau with the recommendation
that the award by given to the contractor with the lowesat offer
and that bldding be waived on the construction contract. The
State Purchase Bureau recommended that additional bids be s0~-
licited through normal state channels and this procedure was
idllowed. Bids wWere solicited and on August 29, 1966, the con-
tract was awarded to the lowest bidder with the stipulation the
nits be dellivered to the Commission within 60 days.

The Commission did not receive the units until January 8,
36y, This delay was due to a number of events which includea
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¥ Pk sterpage at the construction plant, delay in the delivery
%, .merators $o the plant by the manufacturer {the military
“#ivice Was procuring large numbers of these generators and
Lre aceorded priority purchases), the delay by sub-coniractors
7~ furnishing materials (particularly the chassis) and the cus-

tomizing detail that went into this innovative design.

INSTRUCTIONAL PERSONNEL

When it was apparent there would be a delay ‘u dellvering
the units, it was decided, in the interests of economy; to
stagger the appointments of the instructional staff, bearing in
mind the projected work schedules for the development of train-
ing materials. Staff members were appointed on June 20, 1966,
Qctober 10, 1966, October 17, 1966 and November 14, 1966.

REPRODUCTION OF TRAINING MATERIALS

The development of training materials was the sole respon-
sibility of the instructional astaff, As a result of their
efforts, the Commission's clerical stalf typed, reproduced and
collated approximately 60,000 pages of material, This addi-
tional work load, required the employment of another clerical
employee in order to minimize delays in normal Commisaion

activities,

-INSTRUCTIONAL STAFF SERVICES

Criterlia for the Development of the Program.
Prior to the formal development of the program, during an

intense examination of the purpose of the mobile course by its
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instructor staff, certain premises emerged:

1. The Supervisory Course should be structured at a
basic level. Some police supervisors had fragmentary courses
relating to supervision and management; however, many supervi-
sors had little or no exposure %o current supervisory concepts.

2. The first-line supervisor should bs the prime target

of the coursze, (The course should be designed to emphasize in

wthe first few hours the role of the first~line supervisor in

it -
management.) As & result of this emphasis he, therefore, would

realize the importance of management and particularly his part
in the management team.

3. Because of time limitations, the coverage of each
aspect of supervision would not be desligned to be all-inclusive,
but rather to serve as a basis for extended study.

4. 811 subjects in the course should properly center
arouPd Epe role of the supervisor as a receiver and transmitter
of 1ﬁ§ermation between upper levels of management and the
funftionaries at the execution level. Subjects should relate
to one another and maintain this relationehip in a logical
coniinuity. )

5. Police supervisors sre adulta. They are motivated to

learn 1f the program answers their needs.
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STUDENT PROFILE

In order that the projected program would meet the needs
of the student, the instructional stafl determined 1t was
important to anticipate the type of student who would be en-
countered in the supervisory course,

Predictions on the student profile were based on:

1. ‘Previous acquaintance of the Police Training Commis-
sion staff with the training level of students, The staff had
wide experience in police work and police training on the state
and municipal level,

2, Instructors' fleld experiences with police departments.

3. Infterviews wlth representative county training coordi-
nators and local police chiefs,

This profile indicated the average student would be a
police officer who:

1. was between thirty to fifty years of age,

2. held a pollce rank ranging from sergeant to captaln.

3. was a high school graduate,

4. had taken several miscellaneous, unrelated police
oriented courses,

5. had standardized attitudes as a result of strong voca-
tional interests.

6. was eager to learn from those who he felt were
empathetic to his problems.
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PREPARATION OF TEACHING MATERTAL

In our attampt to approach the preparatitn of a supervisory
course from a fresh and unique standpoint and at the same time
maintain consistancy with the predetermined concepts upon which
gources of information pertinent to our task would be kept in
focus, conslderable research in the selected areas was conducted,
Included in this research effort was the comparison of other
recognized courses in police supervision and management being
glven by leading police academies throughout the country, of
recognized authoritative texts, and attendance by the staff at
various educational seminars in the area. A wealth of informa~
tion was accumulated. The instructor staff, after several con-
gultations with one another, assigned each member a specific
area of responsibility. Although each instructor was responsibie
for developing a part of the program, his efforts were subject
+¢ review by the others, This review provided for modificationz
~f Jhe material in that the valuable experience of each member
. “he linstructor team could be inecluded in the final draft.

'+ method insured that the material was of high quality and
#8 up to date, Every effort was made to direct the subjects
% practical, working police supéréieion.

A chronologlcal schedule for developing the format of the

material was established, It was detérmined that preparation

‘of each subject area would progress in the following sequence:
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1. Preparation of lesson guldes for use by instructors,
2. -Preparation of "student leseson plans" for hand-oufs,
3. Preparation of related hand-out materials.

4, ©preparation of visual aids to supplement instruction,

Lesson guldes for use by in:structors. The use of the term

Ylesson gulde" 1g deriberate in that it was recognized the
individual instructor should not be regimented as to how he
presented the material as long as . his presentation was consis~-
tent-with the objectives stated in the lesson. This pollcy was
deemed quite important because all instructors were likely to
be called upon to instruct in all subject areas, depending on
clrcumstances encountered in the fleld, A standard lesson plan
Tformat was agreed upon and used., Each completed lesson guide
was scrutinized by the combined staff and the suggestions were

incorporated.8

"Student lesson plans” for hand-out. Two schools of thought

were advanced in relation to the materials for student use:

{1) Because students are adults, they cshould be allowed. complet?
freedom of note-taking, In other words, the student would be
enéouraged to take notes as he wished, An alternative approach

was also suggested: (2) The student would be given a compleinr

€, See Appendix IV (Sample Lesson Guide)
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ocutline of the materlal presented prior to each lesson;
therefore, note-taking would be virtually eliminated. While
some may have benefited from the outlines, it was thought that
students would not carefully read and study the outlines or
have the opportunity to paraphrase the lesson to suit their
individual needs. The "student lesson plan” was a compromise
of these suggestions.9 The format of the plan spelled out the
important facets of the lesson and, in addition, it required
the student to £111 in important sub-topics in his own words.
It was made clear that note-taking was not required even though
each student was provided with an imprinted three-ring binder
in which notes could be contained, While not required, the
student who wished to take notes was encouraged to do so by
belng given these partially completed student outlines, By thic
method, a student was able to follow the progress of the course
and study ahead 1f he wished,

In practice, 1t was found that all students took notes and
though not required, notebooks were taken home by the students
each night for study purposes. Class participation in discus-
slons and questlons was not ﬁandatory, yet the students respon-~

ded with unusual enthusiasm.

Related hand-out material. During the development stage,

9. See Appendix V (Sample Student Hand-out)
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several excellent items of information pertinent to supervision
were uncovered from sources outslde of law enforcement. Sources
of this ihformation we're contacted and permission was granted
to reprint segments of their materials.lo Some of the hand-outs
were not used directly with the lesson at hand, but rather
guided the student toward a different approach to the subject
or provided material for study beyond the course objectilves,.
General hand-outs also included brief "quizzes" which were used
as teaching devices during the speciflic lesson.

All mimeographed materials {Student Lesson Plans and
related hand-ocuts} were distributed one day in advance of their
use and in the sequential order that they were to be used.
These materials were distributed prior to the class session to
avoid distraction from the lesson,

All materials were coded with numbers to facilitate storage
and indexling. A three digit system was used in the following
manner: the first digit represented the general area of the
lesson, the second digit designated the specific lesson, and
the third digit identified either sequence of presentation or
1dentified hand-out material designated for the lesson. All
code numbers were prefixed with the word "Moblle" to distinguish
these materials from other cémmission materials used in the

basic training program.

10, See Appendix IV
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Preparation of Visual Aids to Supplement Instruction, With the

capable assistance of Mr. William King, sSupervisor of the Audio-
Visual Sectlion of the New Jersey Department of Education, and
his staff, materials and machines were used to produce 8" x 10"
transparencies for overhead projection, In addition, several
{£iims were loaned to the Commission by Rubgers, the State Uni-
versity, which maintains an extensive film library. Two short
filmé, "Follow the Leader” and "Person-to-~Person Communication”
were selected after careful review and consideration, Both were
used and served to review course content and stimulate discuseion,
Both students and instructors felt that the £ilms used in
teaching leadership and communications were a decided advantage
to achieving course goals, It was determined that before addi-
tional films were incorporated into the course, the time alloca-
ted should be expanded considerably as the actual presentation
of the f1ilm, introduction, and concluding discussion was time-
nsuming. Careful consideration must be given to this before
2 {11m 1s used as a supplement to a glven subject area lest
*ther equally important sublect area is omitted for the sake
<% the film,

s2y¥elopment of the Evaluative Exerclse. In cooperation with Dr,

Charles Drawbaugh of the Rutgers Unlversity Evaluative Team,
the instructor staff developed an exercise to serve as an eval-

ugtive device that would measure the effectiveness of the

37

supervisory program, The Federal Civil Service Commisaion,

upon request, granted the Training Commission permission to use
a validated fifty question examination on Supervisory Judgment.
This examination was rewritten by the staff to orient the word-
ing of the questions to police situations, and at the same time
retain a testing of the basic principle -- supervisory Judgment.
The examination, after field testing, was reduced to twenty-
three slgnlficant questions, This evaluative test was utilized
to measure student gain in learning as indicated by a "pre-test"
-- "post-test" differential (thE'"T“ test),

The test was adminlstered by the instructor staflf immedi-
ately after the orientation on the first day of the course, The
gtudents were advised that the exercise was to evaluate the pro-
gram and that recults of the examination would be considered
collectively, 1In other words, the student was made to realize
that the examinatlion would not reflect on his individual ability;
but rather on the ability of the clacs as a unit,

On the last day of the course, just prior to the conclusion
of the program, the same exercise was administered so that the
results could be compared with the results of the firat day.

The student's answer sheets were coded by the blrth date of the
participant. To further conceal the identity of the particlpant,
the envelopes which were'addreased to Dr. Drawbaugh, were sealed
in the presence of the class, By designating a member of the

class to mail the envelcpes, the class was again reassured that
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there responsea were confidential and anonymous, The correct
anawers were not given to the students in an effort to provide

a reasonable degree of security in future classes.

PREPARATION OF ADMINISTRATIVE MATERIALS

In order to maintain class records and establish historlcal
data certain records were instituted and maintalned by the
instructors,
unit log books were used to keep a dally record of class acti-

vities, weasher conditions, functional condition of equipment
and location of operation,

Registration forms were drawn up in order to obtain a record of

attendance of each student for it was anticipated that atten-
dance at future courses of Supervision and Adminiatration would
be contingent upon combletion of this basic course. 1In addition,
certian information was obtained on this form that was needed
for statlstical analysis. Class rosters were typed and dqupli-
cabed from this form for class distribution.

Statigstical forms were used so that information obtalned from
the registration forms codld be transferred and forwarded to

Dr., Drawbaugh for his evaluation.

Answer aheets at the outset were used to record answers by the

students; however, later a mimeographed answer sheet was used

to save money.
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there responses were confidential and ancnymous. The correct

anawers were not gilven to.the students in an effort to provide

a ressonable degree of security in future classes, !

PREPARATION OF ADMINISTRATIVE MATERIALS

In order to maintain class records and establish historical i
data certain records were instituted and maintained by the
Instructors,
unit log books were used to keep a dally record of class acti-

vities, weather conditions, functional condition of equipment
and location of operation.

Registration formg were drawn up in order to obtalin a record of

attendance of each student for it was anticipated that atten-
dance at future courges of Supervision and Administration would
be contingent upon combletion of this basic course, In addition,
certian information was cbtained on this form that was needed
for statistical analysis. Class rosters were typed and dupli-
vated from this form for class distribution,

Statistical forms were used so that information obtained from
the reglstration forms could be transferred and forwarded to
Dr. Drawbaugh for hls evaluation.

Anewer sheets at the outset were used to record answers by the

students; however, later a mimeographed answer sheet was used

to save money.
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Courge schedules viere mimeographed for distribution to the

clasgs, This enabled the students to evtablish the continulty
of subject matter in thelr minds,

Index of hand-out materials - student lesson plans and supple-

mentary materlals -were distributed to the class so that each
man could study the related materials in advance 1f he so
desired,
Seating charts were made for each clase, Each seat was numbered,
corresponding to the Edex responder, and a- chart maintained,
Thls enabled the instructors to become acquainted with the stu-
dents and direct questions to them as desired.

In a few communities, clerilcal services were offered by
+he local police departments. When available, these services
were graclously accepted; however, in most instances the instruc-

tors performed the neceasary adminlstrative-clerical functions.

SHyPARATION AND PRESENTATION OF MATERIALS FOR USE ON
YHE EDEX TEACHING SYSTEMS

Because of a concentrated effort on the preparation and
sdministration of the supervisory course, development of special-
‘.#d materlals for use on the Edex became necessarlly a secondary
task.

A segment of the supervisory course, "Technigques of Repri-

manding," was programmed for use on the Edex. Thirty-three
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minutes of actual programming plus time allotted for dlscuasion
of the presentation consumed a full fifty-minute perlod, By
conventional means, two Cfifty-minute periods were normally allot-
ted for this lesson.

The ins*ructor staff worked in close cooperation in the
preparation of the script, a task which required close to two
hundred hours, Source material for the script was taken direct-
ly from the form of 35mm slides which were developed and made by
the staff. 1In the presentation were cartoons, situation photo-
graphs involving police officers, and worded messages.

This was the first encounter with the Edex and considerable
time was spent in technlcal orlentation with the system. Unfor-
tunately, representatives from the Edex Company were not of much
assistance, Also manuals for the cperation of the programmer
module were not avallable, Eventually, however, after trial

and error, the system appeared quite workable,

ROUTINE SCHEDUIE

The program was given in a four day periocd (Monday to
Thursday) with six class hours per day and a one hour lunch
break. The class periods were standard fifty minute sessions
with ten minute breaks between sessions.

Variations were made in the timing according to local

conditions, In some locatlons the host police deparbtment
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supplied coffee from their kitchen or arranged for a caterer's
truck to visit the location. In these inptances & coffee break
of about twenty minutes was given at approximately ten ofclock
in the morning. Lunch hours also were tailored t¢ conditions,
€.8,, near large businesses that gave a noon lunch hour which
inundated the reastaurants, our lunch hour was changed from
11330 to 12330,

Initially it was bthought that perhaps a group leader
should be appointed for each group of students to insure that
they report to class on time, This proved unnecessary, once
again being conoistent with our policy of treating the men as
self~disciplined adults,

THE TRACHING SCHEDULE

Several approaches to the teaching schedule of the instruc-
tore were considered. At first, the subjecta were groupzd
rather arbitrarily, However, piior to the first sesslion, it
became obvious that there were two main considerations that had
to be met to insure a sound course., The firat was a logical;
syatematic, and sequential grouping of the various subjects into
a pattern that would engender a continuity of presentation, The
second consideration was that the instructors should not be

called upon to teach for more than three conseoutive sessions at
time, - Bath were resolved fairly easily., Each teaching team
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arranged its own schedules to meet its demands. There was no
scheduling problem after the first weelk.

The use of four inetructors, two to each unit, proved
successful, However, since the units were often stationed long
distances apart, interchange of instructors during the class
day was not feasible, The death of one ¢f the instructors came
at a time when scheduling was nearly completed, This caused
no assignment difficuities at the time, but emphasized the need

for a substitute instructor,

INSTRUCTORS ! EVALUATIVE SESSIONS

One day a week, ﬁsually Friday, all instructors met either
in one of the mobile clagerooms or the office to review the
progress of the course, The distinct advantages of the meetings
weres

). Comparison of the previous veek's experiences as
related by each teaching team for consideration. A review and
discussion of the different class reactions to the materlal
proved to be of value in determining course changes,

2. Standardlzation as a result of comparison of presenta-
tions.‘ Techniques of presentatlion that proved successful were
adopted by other instructors,

3. Review of informal student comments served as teaching

P

guidelines.,



4, Maintenance of instructor staff cohesiveness.
Since the mobile units were not In use during these evalu-~
ative sessjions, movement of the units to new locatlons was able

to be accomplished by one driver.

TRAINING AIDS

Thiz_Overhead Projector, During the first few months of opera-

tion, visuals were restricted to the use of the overhead pro-

Jector. Limited use was made of the carousel projector and the
motion picture projsctor. The students seemed to enjoy the use
of the overhead projector and commented favorably on the trans-
parencles. Several seemingly nebulous concepts were dlagrammed
simply and clearly on the transparencles thereby aiding student

comprehension,

‘3 Chalkboard, The chalkboard was used frequently during each

ie28lon by the instructors to emphasize teaching points, It
~+7ed to be an invaluable aid@, The use of yellow chalk on the
i«wtn chalkboard allowed for good contrast and, therefore, was

“A8y.-to read,

It was interesting to note that the overhead visuals could
be projected on the chalkbcard and with the proper transparency
would readily be seen on the board. This enabled the 1lnstructor

to superimpose writing on the board to add or alter comments or

features of the projected transparency.

REGULATION OF STUDENT CONDUCT

Smoking. In deference to non-smoking students, smoking was not
permitted during class sesslons. It was felt that the ventlla-~
tlon was inadequate bto properly protect non~smokers from dis-
tracting irritation, During inclement weather, where reaching
shelter other than the mobile unit was difficult, smoking was
permitted in the unit during breaks only,

Student Entrance, In order to minimize house cleaning and

instill uniformity, the rear entrance. of the mobile unit was
designated as the gtudent entrance., This gystem kept the in~
atructors area and office free from the distraction of students

entering and exiting through this area. Since the emergency
exit was in the rear of the unit near the student entrance, the
safety factor of student familiarizatlon with the exit was con-
sidered important.

Parking. Student parking was found to be no problem. All
class locatlons had sufficient parking space and local regula-

tions were rfollowed.

"Manner of Dresg., No particular student attire was prescribed.
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The discretion of the students, the atmosphere of the moblle
unit, and the dress and conduet of the instructors were thought
to be sufficiently farceful to maintain dignity of dress., Stu-
dents subject to emergency duty recall wore their uniforms;
other students wore business sults or sport clothes, In one
instance a student wore hunting clothes to the first day of

of class., Informal class presaure, plus the announcement that
a class plcture was going to be taken the next day was suffi-
clent to induce the student to wear & business suit for the

remalnder of the course,

Disciplinary Problems. No overt disciplinary problems were

encountered. The instructors relied on informal group disci-
pline rather than imposing rigld rules on the group. When
questions aroge on scheduling of coffee breaks, rescheduling
of lunch hours because of local conditions or other problems,
they were decided by group discussion rather than by arbitrary
use of the Ilnstructors authority. When class discussion was
monopolized by one or a few individuals the instructor could
feel safe in curtailing discussion after the individuals had
an opportunity to express their most important views and the

class feeling wae for curtailment.

Attendance. It is felt that individual student interest in the

program plus group pressure minimized problems. Students
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absent because of departmentél obligations were required only

to submit a note for our records stating the reason for abhsence.

This time, if substantial, was allowed to be made up in another

session of the course, Student attendance was excellent., In
fact, in one course, the students were told that they were not
required to attend the next hour (Leadership) and that they
would not be tested on the material given in that hour, oOut of
thirty students only one failed to attend class for that period.

The reason for his absence was hot solicited.

PHYSICAL ASPECTS OF THE MOBILE

E
The structure of the mobile was Intended to serve two pri-
mary aims:
1. to provide a consistent "learning space' incorporating
the lateat teaching ailds, (and) '
T2, to provide a climate of learning sulited to adults,
It seems apbarent that both of these objectives were
accomplished, Both formal and informal remarks by students

indicated that the use of the mobile concept was conducive to
effective learning. The fact that they were treated as adults
in an adﬁlt learning cituation was gincerely appreciated and

evidenced itself in the apparent enthusiasm on the part of the

students.
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Student Seating. It was anticipated that the narrow width and

the unusual length of the moblle would present several problems:

1. The instructor would have considerable difficulty in
making himself heard by those at the rear of the class.

2, The students toward the rear of the clase would have
difficulty seeing visuals projected on the screen.

3. The students in the rear of the mobile ‘would lose
interest in the session.

Fortunétely, none of these elemente were realized to any
great degree. The acoustics in the mobile were excellent, No
one indicated that he had difficulty hearing. The microphone
which is attached to the mobile sound system was used and gave
‘he instructor the additional advantage of not having to make
% conscious effort of projecting his voice. There was some
#ifficulty in hearing the comments of the students during the
chiscussion, but it was felt that the physical characteristics
v the traller were not responsible for this difficulty.

‘Most of the students could readily cee the visuals that
vvv: presented. Those who sat in the center row next to the
~~w»"+ had some difficulty, but 8light shifting in. their seats

~e2med to remedy the problem.
"It was interesting to note that the ‘students in the rear
of the mobile, generally appeared to be the most enthusiastic,
It 1&g not known if this was merely a colncidence or the charac~

teristics of the mobile contributed to this phenomena,

Students were allowed to 81t where they Yished, being
conesistent with our desiré to treaﬁ them as adults. This
appeared to work 6u£iguite‘ﬁéll. It wé%;&?lt thét-a forced
seating plan may have causeq some'resentméﬁt. On one occasion,
as an experiment, the men were seated alphabetically on the
third day. When asked for comment on the regimented seating
plan, the men stated that there was no significant difference

in the learning atmosphere because of the change of seating.

The Instructors'! Office. The instructors'! office was intended
to: N

1 Provide the instructor with an area in which he could
separate himself from the activities of the classroom. The
space would allow for the "off-duty" instructor to prepare and
vevise materials for future use.

2, Serve as a storage area for records, hand-out materialg
and stationery supplies,

3. House the projection equipment, The equipment would
be permanently mounted on a shelf to be used in rear-view pro-
jeetion,

Several problems became lmmediately evident:

1. . The storage =pace was adequate in area; however, it
was discovered that some storage areac were inconvenient and
inaccessible and; therefore, were not being used to their full

potential. It wae suggested that filing cabinets might be
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added to help alleviate the situation,

2. The instructors! office cannot be used for any type
of work that involves preparation or revision of materials,
First, the offlce area cannot be soundproofed, Therefore, dis-
tractions from the class in progress prevented the "off-duty"
instructor frdm completing all but the most routine clerical
tasks., Further, the ventllation system demands that the return
cold air flow to the exhaust travel from the classroom through
the office area, The room was gqulte drafty and, therefore, was
deemed undesirable to work in fof any extended period of time,

3. It was also found that the rear-view projection
davices would only be effective if all of the lights in the of-

fice were extingulshed., Obviously, no work could be accom-

'plished during the presentation of rear-view visuals.

The Instruction Area. This refers to the area adjacent to the

office in the front of the classroom. The structure of the
moblle dictated that the area be confined rather sgeverely.
Added to this, there was the problem of incorporating the vari-
oug teaching aids 15 this area, pn the wall, immediately
behind the rear of the area, screens for both front and rear
prbjectional devices weré mounted, There appeared to be no
significant problems with the opague screen,

The chalkboard was mognted on the same wall to the left of

the screen, The 1ight over the chalkboard increased the ease
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of reading.

The piacement of the Edex machine on the lef% front of
the lsntruction area appears to be good.. Next to the Edex, in
the center of the platform, is a self-contained "power" lectern,
The amplifier contained therein was not utilized due to the
satisfactory acoustical qualities of the mohlle, other aspects
of the lectern were satisfactory. The overhead projector was
placed on a pedestal at the right front portion of the platform.

The platform was elevated about six inches from the floor
of the mobile. During the process of instruction, 1t became
necessary for the instructor to step off of the platform to
allow students to clearly see the visuales, This again was due
“o the limited area available., However, this problem was not

considered significant and may have undefinable side benefits,

Giudent Desks. The students appeared to be quite comfortable,
".i¢ desks and chairs were qulte satisfactory. Along the bottom
‘?;eéch desk a slight modification was made, There was a sharp
g% 2 along the leading edge of the shelf that had to be cov-

il or rounded to prevent damage to clothing.

“jpantenance. At ths termination of each training day the car-
peting was vacuumed, waste baskets emptied, chalkboard washed,
and desks wiped off, It was found that about a helf-hour to. an
hour was spent completing these tasks, With the exception of

the carpeting, it was not difficult to keep the units clean

In some locations, pariicularly during inclement weather,
dirt was carried into the unit on the shoes of the student.
The 1nstru¢tors were able to borrow a larger, commercial type
vacuum cleaner, which made rug maintneance an easier task.

These remarks should in no way bé interpreted as suggest-
ing that carpeting should not be used. On the contrary, the
carpeting was an lmportant adjunct to the overall acoustical

and esthetic perfection of the unit,

Field Services. Liaison with the local departments was main-
tained by the Field Representative of the Training Commlssion,
from the office in Newark; however, there were occasions when
the instructors were called upon to arrange for electrical ser-
vice or to have electrical repairs made on location, In several
instarices 1t was necessary to have light tubes or ballasts re-
placed., On every occaslon the cooperation was excellent,
Usually publicity was arranged for between the Field Representa-
tive and the local course coordinator, but on occasion thie also

was handled by the instructors.

STUDENT REACTION TO THE CONVENTIONAIL PRESENTATION

At the close of the course, students were given an oppor-

tunity to relate theilr attitudes toward the course on two



54

evaluative forms: (1) The formally structured opinionnaire
devised by the Rutgers University Evaluative team, and (2) an
unatructured written critique in which students were encouraged
to make candid remarks as to theilr opinions of the course, It
was the results of the latter method that brought certain areac
of interest to light.

The overriding theme in the student critigues was enthusias-
tic approval of the program, the mobile and the instructors.

The most frequent of the few negative comments was "not
enough time." At face value this comment would appear to indi-
cate that the same amount and type of instruction should be
glven in a longer period of time, Yet, taking into considera-
tion the significant gain, between pre-test and post-test
examinations and the enthusiasm of the students as expressed in
informal interviews, i1t seems probable that this comment pri-
marily expresses approbation of the course, The course presenta-
tion was deliberately fast-paced but with slack time designed
for significant discussion when such.was indlicated by the class.

Another frequent comment was a request for additional and
more detaliled hand-out material, The gtudents readily saw the
value of the materlial presented in terms of future study for
competitive promotional examinations in acddition to a reference
source, It was felt by the student that perhaps more compre-
henslve material could be prepared by the Commission and be
distributed in the form of an organized unit. The instructor

staff 1s in general agreement with thls concept. Although
the hand-outs that were distributed dig adequately cover the
topical segments of each lesson and proved to be of value, a
further refinement of this system iz warrented.

There was some dissatisfaction expressed by the students
because the evaluative exercise was not critiqued after the
post-teat, fThe cry was raised, "How do T know if I got the
answer right or wrong?” The instructors, for purposes of the
course, admitted the natural desire on the part of -the 'student
to want test feedback. Properly, a test should be a teaching
device; however,  the security of the evaluative process dictated

that the answers remain confidential,

STUDENT REACTION TO THE EDEX TEACHING SYSTEM

The Edex presentation, "Techniques of Reprimanding," was
used in three classes, At the end of the Edex instruction, the
students were encouraged to submit a qualitative evaluation of
the presentation in their own words.

An analysis of the comments revealed that ninety-six per-
cent of the students rated the system favorably. More than
half of the critiques indicated that the students realized the
educational value of the Edex presentation, but felt that the
ingtructor should remain the central figure in the learning

process. Because of the mechanical nature of the presentation,
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students expressed the desire for further discussion of teaching
points at the end of the presentation,

The students seemed to enjoy being tested during the pre-
sentation with the immedlate feedbaclc. Observations by instruc-~
tors during the presentation revealed that the students were
truly captivated by the system., The system commands attention
in that questione on material covered confront the class at
frequent, irregular intervals and the students feel the chal-
lenge to respond correctly.

Because of the nature of the eyetem, adequate notes cannot
be taken during the presentation, It 1= suggested that a post-
precentation handowt be prepared to supplement the programmed
aubject.

INSTRUCTOR REACTIONS

When the program went into operation, the instructors

'er.lized that while the materlal they were presenting should

.. -» universal application, particular attention had to be paid
7~ Yhe environment in which the students worked. By reading
'neal newspapers, and through informal conversations with the
“tudents, thelr superiors and subordinates outside class, the
instructors were able to gain insightc into local conditions,
Student discussion during the formal class presentation of mater-

ial algo reflected local thinking.
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The complete change of environment of the student in the
mobile classrcom may have alded in the establishment of a more
positive attitude towards the tralning program, 'Most students
entered the course knowing only that they were to attend a four-
day supervisory course given by the New Jersey Police Training
Commisslon, Many students were assigned to the course by their
departments and, therefore, were not attending of their ouwn
volitlon., Combined with this, some men were required to work
an eight hour tour of duty in addition to clags attendance that
resulted in a sixbesn hour day for them,

The first change the student encountered was the physical
setting. The moblle clasaroom was & novelty for many of them.
The decor provided an atmosphere of luxury and sophistication
that was unfamillar, The Edex student-responders, "those 1little
black boxes," built into each degk added a touch of mystery.

The course waa opened by a high ranking officer, usually a Chief
of Police, emphasizing the need for the training program., The

students were then introduced by the Chief to the instructors
who would continue the program. The instructor, who gave the

first hour orientation section, would give detalls of the in-
structors! background with emphasls placed on the former exper-
lence of the instructors in police work, The orientation also
gtressed the experimentsl nature of the project and the contri-
bution that the class could make in improving the program. The
emphasis on the studente! participation in the program



58

engendered a feeling of empathy wherein the students identified
themselves wWith the instructors. The lmmediate inclusion of
the group into the experimental nature of the project reduced,
we belleve,; the tendency to view the cowrse as a standardized
"force~fed" presentation,

The students would complete registration forms which toolc
care of an adminlstrative necessity and lent an alr of formality
and permanence tou the proceedings, Thé reglstration. form sup-
plied necessary information for later evaluation of the course
The balance of the firzt day consisted of a one-hour amalysis
of baglc administratlion principles, two hours of Human Behavior
and one hour of the Supervisor as a Trainer, The Human Behavior
segment gave the student a logical presentation of facets of
human behavior that he had observed yet probably never explored
in a scientific manner, The confirmation of knowledge of the
supervisor, we believe, added to the student acceptance of the
course,

In all classes we found that the 9 2.m, uncertainty and
uneasiness developed by 4 p.m.- into a comfortable, relaxed,
enthusiastic, group 1den£1f1cation; perhaps the intimacy of the
physical configuration of the Mobile Unit helped develop this

. feeling, Thls.attitude, a pattern in our classes, did not seem

to develop readlly in standard classroom faclilltles which we
used in evaluation experimente. The change from the Mobile Unit

to a fixed conventional classrocom was followed by a let-down in
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¢lass enbhusiasm and contentment.

In several experiments, one of the instructors was not
sdentified to the group as a police officer. While there was
no apparent difference in student reaction when the instructor
was identified as an officer at the end of the course, several
students commented that they had a greater tendency to be
suspicious of the inatructor.

_Factors which contributed greatly to the success of the

program were:

1. The background of the instructors. All instrucgtors

employed were former police officers with actual teaching exper-
ience.

2. The manner of presentation. AL the outset, the stu-~

dents were advised that the instructorc would not rely strictly
on "lecture,” but would encourage and expect class participation
and discussion.

3, Class discusslon groups. Whenever. time and opportunity

permiﬁted, the class ﬁas broken into groups with specific
assigpments to encourage free thinking and allow students to
express their thoughts and opinions.

The knowledge that the instructors were,‘in a sense, ‘one
¢f them" contriﬁuted to the whole-hearted cooperation and enthu-
siasm in phases two and thr:g above, which was in evidence in
every class.

Summing up, the instructional stalf felt that negative
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attitudes toward training may have been mirimized by introducing
the student into an unfamiliar physical environment with ;
novel program taught to them by unknown but quaiified police
instruetors. Organizational approval expressed by the Chief

of Police reinforced course aims,

An atmosphere conducive to learning resulted from a
combination of factors including emphasis on the experimental
nature of the program and the students solicited participation
in this experiment, the identification of the student with the

instructor, and the first day combination of Administration
and Human Behavior.
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APPENDIX I

SUBTITIE 3 EXECUTIVE AND ADMINISTRATIVE DEPARTMENTS,
OFFICERS AND EMPLOYEES
CHAPTER 17B DEPARTMENT OF IAW AND PUBLIC SAFETY

AN ACT relating to training of policemen prior to permanent
appointment; appointmerts in certain municipal and county law
enforcement agencies; establishing a police training commission;
and providing an appropriation therefor,

52:17B-66 LEGISLATIVE FINDINGS. The Legislature of New Jersey
hereby finds and declares that a serious need for improvement
in the administration of local and county law enforcement
exiats in order to better protect the health, safety ‘and wel~
fare of its citizens; that police work, a basic adjunct of
law enforcement administration,™is professional in nature,

and requires proper educational and clinical training in a
State whose population is increesing in relation to its physi-
cal area, and in & soclety where greater reliance on better
law enforcement through higher standards of efficiency is of
paremount need; that the present need for improvement cen be
substantially met by the creation of a compulsory educational
and training program for persons who seek to become permanent
law enforcement officers wherein such persons will be required,
while serving in a probationary capacity prior to permanent
appointment, to receive efficient training in this profession
provided at facilities selected, spproved and inspected by a
commisslon created for such purpose; and that by qualifying
and becoming proficlent in the field of law enforcement such
persons shall individually end collectively better insure the
health, safety and welfare of the citizens of this State in
their respective communities, ’

52:17B-67 DEFINITIONS. As used in this act: "Approved school®
shall mean & school approved and authorized by the police
training commission to give & police training course as pres-
cribed in thls act.

"Commission" shall mean the police training commission or
officers or employees thereof acting on its behalf.

"County™ sh#ll mean any county which within its Jurisdiction
has or shall have & law enforcement unit a&s defined in this act.
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"Law enforcement unit" shall mean any police force or organiza-
tion in a municipalitv or county which has by statute or ordin-
ance, the responsibility of detecting crime and enforcing the
general criminal laws of this State.

"Municipelity" shall mean a city of any class, township,
borough, village, camp meeting association, o) any other type
of municipality in this State which, within its Jurisdiction,
has or shall have & law enforcement unit as defined in this act.

"Permanent appointment" shall mean an appointment heving perman-
ent status as a police officer in a law enforcement unit as pre-
scribed by Title 11, Revised Statutes, civil service rules and
regulations, or of any other law of this State, municipal ordin-
ance, or rules and regulations adopted thereunder.

"Police officer" shall mean any employee of & law enforcement
nnit other than civilian heads thereof, assistant prosecutors
and legal assistants, special investigators in the office of
the county prosecutor as defined by statute, persons appointed
pursuant to the provisions of R.S$.140:47-19 and persons whose
duties do not include any police function.

52:17B-68 ATTENDANCE BY MUNICIPAL POLICE OFFICERS. Every
municipality shall authorize attendance at an approved school
by persons holding & probationary appointment as e police offi-
cer, and every municipality shall require that no person shall
hereafter be given or accept & permanent appointment as & police
officer unless such person has successfully completed . a police
training course at an approved school,

52:17B-69 PROBATIONARY CR TEMPORARY APPOINTMENTS, Notwithstand-
ing the provisions of Revised Statutes 11:22-6, a probationary
or temporary eppointment. as & police officer may be made for

& total period not exceeding 1 year for the purpose of enabling
o person seeking permanent appointment to take a police train-
ing course as prescribed in this act. WNo person shall be per-
mitted to take & police training course unless he holds such
probationary or temporary appointment, and such appointee shall
be entitled to a leave of absence with pay during the period

of the poliee trazining course,

52:17B-70 COMMISSION ESTABLISHED; MEMBERS; APPOINTMENTS; TERMS.
There is hereby established in the department of law and public
safety a police training commission whose membership shall con-~
sist of the following persons:

a, Two citizens off this State who shall be appointed by
the Governor with the advice and consent of the Senate for
terms of 3 years commencing with the expiretion of the terms

63

of the citizen members, other than the representative of the
New Jersey Office of the Federal Bureau of Investigation, now
in office.

b. The president or other representative designated in
accordance with the by-laws of each of the following organiza-
tions: the New Jersey State Association of Chiefs of Police;
the New Jersey State Patrolmen's Benevolent Association, Inc.;
and the New Jersey State League of Municipalities,

c. The attorney general the superintendent of state
police, and. the commissioner Ef education, who shall serve while
holding their respective offices.

d. The special agent in charge of the State of New Jersey
for the federal bureau of investigation or his designated
representative,

52:17B-71 POWERS AND DUTIES. ‘The commission is vested with the
power, responsibility and dgty:

a. To prescribe standards for the approval end continua-
tion of approval of schools at which police tralning courses
authorized by this act shall be conducted, including but not
1imited to present existing regional, county, municipel and
police chiefs association police training schools;

b. To approve and issue certificates of approval to such
schools, to inspect such schools from time to time, and to
revoke any approval or certificate i{ssued to such school;

c. To prescriﬁe the curriculum, the minimum courses of
study, attendance requirements, equipment and fecilities, and
standards of operation for such schools;

d, To prescribe minimum qualifications for instructors
at such schools and to certify, as quallfied, instructors for
approved police training schools and to issue appropriate
certificates to such instructors;

e, To certify police officers who have satisfactorily.
completed training programs and to issue appropriate certifi-
cates to such police officers;

£. To appoint an executive secretary, to serve at its
pleasure, whopghall perform general administrative functions,
and to f£ix his compensation;

to

. To employ such other persons as may be necessary
carrygout the grovisions of this sct and to fix thelir compensa-
tion;
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h. 7To make such rules and regulations as may be reason-
ably necessary or appropriate to accomplish the purposes.and
objectives of this act;

1. To make a continuous study of police training methods
and to consult and mccept the cooperation of any recognized

iideral or state law enforcement agency or educational institu-
on}

J. To consult and cooperate with universities, colleges
and institutes in the State for the development of specialized
courses of study for police officers in police sclence and
police administration;

k. To consult and cooperate with other departments and
agencies of the State concerned with police training;

1. To perform such other acts as may be necessary or

appropriate to carry out its functions and duties as set forth
in this act,

52:17B-72 POWERS, RIGHTS UNAFFECTED. Except as expressly
provided in this act, nothing herein contained shall be deemed
to limit the powers,, rights, duties or responsibilities of
municipal or county governments, not to affect provisions of
Title 11 of the Revised Statutes,

APPENDIX II

INSTRUCTIONAL PERSONNEL

BRADLEY, JOSEPH P, - completed 25 years of service with the

Newark Police Department and retired with the rank of Captain,

His assignments included tours in the Patrol, Detective and
Training Divisions. Holds a B.A. Degree from Seton Hall Univer-
sity with a major in English and a minor in Latin, Attended and
completed graduate courses at the Rutgers University Law School.
Is a part-time Co~-AdJutant Instructor in Police Science at Ocean
County Community College. 1IB & graduate of the F,B,I. National
Academy, holds a New Jersey Secondary Teacher's Certificate
issued by the State Department of Education and is a member

of the American Society of Training Directors. (Employed on
this project since June 20, 1966,)

MILIER, RONALD W, - completed 4 years of service with the
BIoomfield FoliCe Department end was awaiting promotion to the
rank of Sergeant when hired by the Commission. Served in the
Patrol and Traffic Division. Holds a B.A. Degree from Upsala
College with a major in Psycholegy and & minor in Sociology.
Attended and completed graduate courses at the Seton: Hall
University Iaw School, Has lectured at the college level in
various subjects, including a course titled "Police Problems
in the Urban Community". Served in the United States Air
Force as a Jet pilot and was honorably discharged with the rank
of Captain. ({Employed on this project since October 3, 1966.)

WALSH, ROBERT W, - completed 14 years of service with the
Newark Police Department holding the rank of Lieutenant. His
assignments included tours of duty in the Patrol, Administra-

" tive and Training Divisions., He holds an Associate of Arts

Degree and & Bachelor of Arts Degree from Seton Haell University.
Additionally, he 1s a graduate of & one-year course in traffic
administration from Northwestern University.

WEPPEL, STANLEY L, - completed 24 years of service with the

New Jersey State Police and retired with the rank of Captaln,
During an extensive tour of duty at the State Police Academy,
he held various positions including the Director of Instruction
and the Director of Research and Development.  Other service
included assignments in the Patrol, Traffic and Records Bureaus.
Completed & course in Homicide Investigation at the Harvard
University Medical School and other coliege courses at Rutgers
University. (Will commence employment on this project

November 15, 1966,)
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FUNCTIONS OF ADMINISTRATION - A pragmatic approach to management

is the keynote of this subject: practicability ovexr theory.

The mnemonic POSTBECPIRD (Planning, Organizing, Staffing, Train-
ing, Budgetlng, Equipment, Coordination, Public Information
Reporting and Directing) is used to define and show interrelation.
ships of functions and their plece in the total management struc-
ture. The choice of examples used by the instructor and the
handling of student-volunteered experiences serve to aid the

student in self.definition of his role in the organization.

UNDERSTANDING HUMAN BEHAVIOR - Since the supervisor must get his

Job done through people, a knowledge of the fundamentals of human
behavior 1s necessary to the supervisor who would be & success,
Role is introduced to the student in the context of relationship
with others. Personelity 1s examined briefly to lead into the
elements of behavior:; Perception, Expectation and Aspiraticn,
Definition and explenation of these elements is followed by
participative demonstrations illustrating some common pitfalls
in perception and expectation. A short True-Felse quiz with
class discussion gives the supervisor an opportunity to examine
his own basic assumptions. An examination of the definition and
relationships of motivation, physical and socizl needs and geal
seeking is followed by referral to frustration and constructive
and destructive behavior. The supervisor explores these resul-
tant questions: When should a supervisor become involved in a
subordinate'!s personal problem? How far should the supervisor

become involved?
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SUPERVISOR AS A TRAINER - The acceptance by the supervisor that

he has & definite role in ths training process with concomitant
obligations to his department, his superiors, his subordinates
and to himself 1s the primary objective here. Principles of
learning are explored; motivation in training and benefits to
the individusal and to the orgenization are highlighted. Without
going into specific techniques of instruction, the supervisor's
role 18 delineated in the induction process and coﬁtinuous
in-service training. The sponsor or coach system of training,
training checklist, roll call training, and "on-the-street"

contact are outlined as specific training devices,

THE NATURE OF DISCIPLINE ~ The major responsibllity of the

supervigor to promote effective discipline is viewed here as a
continuation of Humen Behavior and also as & management function.
Discipline is defined both by formal definition and class defini-
;Eipn. The relatiocnship of discipline and moraie is pointed out.
The main objective of discipline--to promote effective achieve~
Mfsc of departmental goals--is divided into more immediste
iiyactives. Positive and negative discipline are defined, and

wlaborated on by the use of situational examples familiar to
.18 Supervisor,

TECHNIQUES OF REPRIMANDING - Glven as an automated Fdex Teaching

Systems presentation prepared by the instructor staff, Reprimands

exploreg the punitive aspects of discipline. In this management
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function, the reconcililation of organizational goals and individ-
ual human behaylor presents a threat situation to the supervisor.
A review of the objectives of disciéline from the Discipline
segment of the Course and useful supervisory attitudes from the
Human Behavior segment of the course serve &s an introduction
to a detailed method of the reprimand process., The supervisor
learns step by step, the important facets of Preparation, Hear-
ing, Decision, Conclusion and Follow-Up aspects of a reprimand.
Emphasls 1s given to the development of a positive approach to
reprimanding and of its benefit to the supervisor, his subordin-
ates, and to organizational health, Disciplinary transfers is

& toplc of class discussion.

DECISION MAKING - The succeasful integration of manasgement func-

tions is demonstrated in valid decision. Since supervisors are
potential administrators, decision making is explored from an
administrative viewpoint. The effect of the critical factors

of public and press relations are examined as delineating forces
in making decisions. An elaboration of the scientific method

is used to define the factors in decision making, show relation-
shipd,and their effect on police operations, This subject ias
tallored to the background, sophistication and needs of the
individual class by differential emphasis on factors and use

of examples.

INSPECTION - Inspection, a function of administration, is &

eritical phase of supervislon. The first line supervisor who
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often bescrs the unsavory responsibilities orf inspection must be
able to see clearly the role of inspection in relation to
organizational health, Thig subject concentrates on this aspect
of administration, portraying the supervisor as s reporter and

coordinator in carrying out his responsibilities.

POLICE ETHICS - An examination of s model code of Police Ethies
illustrater the characteristics of professions, the need for
ethical police conduct and the development of salient points,
Group discussion leads the class to enunciate values ag they

are percelved by first line supervisors.

COMMUNICATIONS - Communications 13 viewed in both its behaviora]
and organizational aspects.  As an extension of Human Behavior,
the subject is treated as s person to person ldea-translating
g?acess. As an extengion of Menagement-Functions of Administra
tion, the subject is treaied a8 the responsibility of the first
line supervisor in his organizational role, The factors in the
communication process are analyzed and ccomnon problems and

solutions are explored. A student demongtration of the influence

of feelings upon verbal communication emphasizes this facet of
communication,

The £ilm, Person %o Person Communications,
dramatizes the effects of listening in an orgenizational metting,

DIRECTING AND COORDINATING THROUGH ORDERS - One of the prime

distinct ons between the worker and the supervisor
3

the giving
of orders, is defined ang developed in this subject,

[}

The disadvantages to the supervisor of using positlonsl
authority in the negative sense are pointed out, An analysis
of a seven step loglcal sequence in dirzeting is developed
bagsed on the implicit assumptlon that an effective supervisor
produces more resulis with less effort than an ineffective super-

visor. The uses of verbal and written orders are contrasted.

ELEMENTS OF PROGRESSIVE IEADERSHIP - The acube need for leaders

as & result of numan progress iB brought out in this subject.

Leadership is explored in the traditional approach of mental,
physical and character qualities of the lerder Emphasis le
given to the twelve essential charachter qualities of leadershiﬁ,
thelr definition and elaboration. The paradox of leadership ends
the hour.

AUTHORITY AND INFIUENCE OF A POLICE IEADER ~ The paradox pra-

sented in Elements of Progressive Leadership is resolved at the
beginning of this ﬁour. The nature of influence 15 explored

and the leader as a pfactitioner of influence 1§ seen using

four basic tools. A more sophlsticated theory of needs is built
upon the basic theory presented in Humen Behavior. The relation~
ship of influence snd need satisfaction is highlighted, The
supervisor learns the correlation between Individual gosl satis-
faction and achievement of organizational objectives and by &
visual practical example how he may transiste gosal setisfaction

in*o effcetive supervision.
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This subject, given on the next to the last day of the
course, employs & film which summarizes key points of preceding
days and serves as an introduction to group behavior--Group

Dynamics and Police~-Community Relations.

GROUP DYNAMICS I - The ever increasing complexity of modern

soclety with the proportionate dependence on group decision is

the ratlionale for this subject. The term "group" is defined

"followed by a delineation of group properties and their relation-

ship to group progress. Work group - play group behavior is
examined as an integrated whole, then divided into primary
functions. The interplay of these functions can be seen as
forces operating in a group. Positive and negative behavior in

groups is delineated,

ZROUP_DYNAMICS II - The leader in the group context is examined--

*53 selection, function and relztionship to the group. A compre-
'$§;lve definition of & leader is obtained. Affectors of group
cs.gvwior are given, as well as criteria for determining group
-:?éctiveneas. The value to the supervisor of understanding

»a;up behavior is pointed out tu the student. Student partici-
v;tion in a leaderless group discussion resolving a typical
police problem seéves to demonstrate to the class the fundsmentals

of group dynamics,

POLICE«COMMUNITY RETATIONS -~ An examination is made of critical

areas in police-public relations followed by group discussion.

.18

The community is presented as a multi-faceted complex made up

of "publics", each having a different relationship with the
police, The poiice supervisor, a representative of the entire
community, is shown his role as a segment of that community.

A study 18 made of the role played by the press and other communi-
cation media in the development of good public relations. Some
exampleé are given of public relations programs which can be

used by the police in cementing good relations with the public.
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COURSE :
LESSON TITLE:
OBJECTIVES:

HEFERENCES ¢

TRAINING AIDS:
TOTAL TIME:

APPENDIX IV
POLICE TRAINING COMMISSION Moblle
DEPARTMENT OF LAW AND PUBLIC SAFETY PTC 802

STATE OF NEW JERSEY

LESSON PLAN
Basic Supervisfion for the Pollice Supervisor
Reprimands

a. To examine and learn the forms and
techniques of the oral reprimand from
the point of view of the police super-
visor

b. To participate in a practical exercise
through class discussion on the technique
of the oral reprimand.

Spriegel, Elements of Supervision, p. 284
King, FirsT-.ine Supervigor's Manual, p. 143
Scott, Leadership lor Police Supervisor, p. 32

Challcthoard, overhead .rojector, Edex

2 periods - 50 min. each
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PTC 802u

LESSON TITLE: Reprimands

NCTES TO INSTRUCTOR:

0. W. Wilson (P.369)-
YPunitive action is
seldom constructive)
but when necessary,
it frequently hae

& salutary effect
on all members of
the force &and some-
tinme s, but not
always, on the per-
son against whom

it is directed."

Dafinition can be
shown on slide or
overhead

INTRODUCTION:

1.

b,

Regardless of the atmosphere of positive
discipline built by you, the police
supervisor, occasions will arise when it
will become necessary for you to take
disciplinary action in the negative
sense,

The method in which you carry out the
reprimand will have an effect on the
morale of the group as well as the
individual,

Ve will seek a definition of the term
"reprimand,” discover the forms of a
reprimand, review the aims of a dis-
e¢iplinary action, and see how & re-
primand is carried out by a policgs
supervisor from a practical point of
view.

We will discuss reorimand techniques
for rather severe oiffenses as opposed
to minor corrections of an officer's
conduct.

EXPLANATION:

1.

Definition of reprimand.

a, have class volunteer their ideas on
the déefinition of the term "reprimand®
and write those ideas on chalkboard.

b, formal definition - "A reprimind is
a&_severe reproof given_by one in
authority."”

¢. reword the definition to promote
class understanding refering back to
their definition.: Define term "re-~
proof™ in common terms.
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LISS0N TITLE:

Mobile
PTC Boz2b

Reprimanda

NOTES TC INSTRUCTOR:

Use overhead or mag-
netic strips

L3 ¢verhead,

Attitude

. *ach ciisd is un~
ique

+. officers are human

» be genuinely help-
ful

=, be emotionally
atable

2,

3.

Forms of a reprimand.
&, written

b. oral
1) most common
2)  may be used with the interview
technique if offense appreaches
gerious nature,

Review of the aims of a disciplinary
action. (call on members of class)

a2, To bring about a change of thinking

b, To discourage a potential violation
of rules

¢« To infoom the jublic that compliance
with deparrmsntal reguiations 1is
inaiatel upon,

SUIDELZ:29 #0R & DISVAPLINARY ACTION FROM
AHE_VIEWPOINT OF A POVATE SUPERVITOR.

Attitude
A, each case is unique

B, look upon each officer as a human
being

2, Officer is inidvidually different

2, Keep in mind the officer's
emotional background, personal
problems, etc,

3. Discuss briefly two different
personality types and the super-
visor's possible approach to
these types (not all-inclusive)

LESSON TITLE:

Mobile
PTC 802¢

Reprimands

List on Chalkboard

Question the class:

How should the. super-
visor prepare for an
interview?

1I.

c.

D‘

The

a, hardened vetdran - 20 ysars
on job

b, new employee on Jjob 3 weeks

superviseor should assume attitude of
genuine helpfulness,

supervisor should remein emotionally
stable

1. interviews should be impersonal

2. no display of anger or sentimente
ality gun iriterested and receptive

Interview

Consists of five sequential steps.

1. Preparation
2, Hearing

3. Decision

4. Conclusion
5. Follow-up

Let's break these down and look at
them separately.

1. Preparation

a. Decide what the objective is
in taking the action

b, Study
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LESSON TITLE:

Mobile
PIC 802¢

Reprimanda

¥Whers should the
interview be con-
ducted?

List and explain
chalkboard plain on

Cs

1) facts of offense

2} member's record
3} rules and customs

L) gradition in similar
circumstances

Place for interview

1) quiet room - no distrac.
tions

2} wusually never in presence
of others - may be 4p.
effective and detrimental
to morale.

3} at the scene of error

a) maybe better &g
corract and re-
primand at the
point of misbehavoir
of the circumstances
warrant.

b} calls for discretien
of supervisor

2, Hearing

a8,

Interview should be
1) brief
2} coneise

3} confidential
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LESSON TITLE: Kenrimands

b.

Qs

d'

-2

Officer should be given
reason for the interview

1)

2}

3}

Let
1)

start by stating good
points about his work,
previous record, is
applicable

do not accuse until all
the facts have been
studied

should be about a gpecific
event and not an ac-
cumulation,

of ficer sxplain his actions

mav show disciplinary
actian is not necessary

2} may save embarrassment

Sunervicsor must realize that
most people have & resistance
Lo _correction

1)

2}

3)

must break down this
resistance

officerfs explanation
of offense will lessen
resistance

most pecple do not resent
fair correction

If in error, officer should
be informed of seriousness
of error,




LESSON TITLE:

Mobile
PTC 802:

Reprimands

k.

1) what conseouences could
result :

2) convince officer that
his actions were sub-
standard,

Supervisor should cite rew
gulation and explain it

1) officer must
a) understand reason
for rule

b) recopnize need for
conformance

Create a desire for improve-
ment,

1) good efforts will be
noticed as well as bad

2) officer f1l1s a position
of responsibility-tell
him he's valuable

3) he must meet no higher
standards than others

a) he 1s not being
diseriminated against

b. If others can perform
acceptably, 2o can he

LESSON TITIE:
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Mobile
PTC B02g

Reprimands

Brief review of
Period 1.

h. Permit the officer to make
a positive responge

1) may want to apologize or
explalin how he will try

to improve
2) has psychological value

1. If you discover you have been
unfalr, admit it.

Period 2

Decislon

a, certainty of punishment, and
not severity, that is import-
ant,

b. the punishment must be com-
mensurate (proportionate,
of equal magnitude) with the
seriousness of the offense.

1) must allow for individual
dirferences.

2) T'chewing out" may be
sufficlient to change
attitude

3) severe offense may warrant
suspension or similar
imposition

4) after several warnings,
digcharge may be con-
sldered, as & last
result

5) trensfers not recommended
a) ‘“passes on" problem

b) assignments on ability,
not inability
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LESSON TITLE:

Mobile
PTC 802h

Reprimands

on chalkboard

L.

Conclusion

a,

b.

C.

Interview should close in a
friendly, dignified manner,

Officer must know what is
expected in future

1) what should the supervisor
do should the same offense
reoccur,

2) continued errors result

in stronper discipl
action i seiplinary

3) supervisor should be
willing to asaist in
adjustment,

once administered, reprimand
should be forgotten

Follow-Up ~ one of the -
ant phases, most mport

a,

b.

check to see if the action has ‘

an effect.

following procedure recommend-
ed-may vary in practice.

1) account of interview
submitted through
channels
a) details of offense

b) action taken
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LESSON TITLE: Reprimands

Show Case of Ser-
geant Gruff pictured
in sequential seriles
of slides in cartoon
form accompanied by
narrated tape-Edex

A.

B.

2) provides record of action ~
submit account as follows

a) one letter to officer

b) one copy to suverw
visor's file

¢) one copy to officer’s
file

3) should offense be of
a) a critical nature
b} & nature that
arouses public
opinion
¢} ‘inter=st to superior

.«sthen submit through
higher channels.

THE CHSE OF SSRGEANT GRUFF

Let.'s ook at a case that could occur
in any department

What are your comments abcut the
technique of Serpeant Gruff?

1. Dic the sergeant use positive or
negative discipline. Explain.

2. Ubo vou feel the discinline was
effective?

3. *hat happened to morale?

L. How would you handle the
situation?
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Mobile
PTC 8023

LESSON TITLE: Reprimands

Use questioning
technique to lead
into summary,

SUMMARY :
A. Vhat is a reprimand?

B, Vhat are the aims of a diseiplina
action? poinary

C. Vhat attitude should a supervisor
assume prior to conducting a dis-
ciplinary action?

D. What are some good interview
procedures?

Thgre is pretty much agreement amonpf author-
ities, that, in police work, a gloser super-

vision of the werk of suvbordinates is
necessary than may be necessary in private
industry, This means the immediate superviscr
will be expected to maintain fairly tight
discipline in his group, This may occassion-
ally require disciplinary action on the part
of the supervisor,

Vhen disciplinary action becomes necessary,
the police supervisor is making a serious
mistake when he fails to take it. When he
takes it, but fails to fit the punishment
to the failing, considering individual differ—
ences, or fails to consider the disciplinary
actlon he takes is likely to accomplish his
;gegiﬁic aims, he makes equally as serious a
stake,

We hope that our investigation today into the
techniques of administering a reprimand and
the nautre of a disciplinary action will help
you use this tcol of supervision intelligently
and effectively.
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THE CASE OF SERGEANT GRUFF

Officer Smith, & recently appointed recrult, has been
assigned a walking beat in an isolated area of town from
3 p.m. to 11 p.m. He is required by regulation to call into
headquarters every hour on the hour,  He has been calling in
faithfully every hour; but the ten o'clock call-in has been
misged. . .

Headquarters, concerned with the man's safety, asked
Sergeant Gruff to investigate, Sergeant Gruff arrived at
Officer Smith's post and found the officer engaged in a
conversation with a citizen, Sergeant Gruff rolled down the
window of the patrol car and red-faced, with the veins of
his neck protruding, began to angrily reprimand the officer:
"what the hell's the matter with you? What do you think that
call box 1s....a decoration? Well, idiot, you can forget
about that time off you wanted. Miss another call-in, and
you've had it! I hope the Captain doesn't hear about this,
He'!ll be on my back.," Sergeant Gruff rolled up his window
and drove off into the night.

QUESTIONS:

1, Did the sergeant use negative or positive discipline?
Explain.,

2. Do you feel the discipline was effective?
3. What happened to morale?

4, How would you have handled the sitvuation?
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REPRIMANDS

Regardless of the atmosphere of constructive discipline bullt
by a police supervisor, occaslons will arise when it will be
necessary to take diseciplinary action in the negative sense,

The method in which a police supervisor administers a repri-
mand will have an effect on the morale of the group as well
ag the individual,

- A formal definition of rePrimand is given as "a severe reproof

given by one in authority".

What is your definition?

Reprimands take two general forms.

1.

2.

During the reprimand, the supervisor must malntein certain
attitudes, Name some of these attitudes.




APPENDIX V
POLICE TRAINING COMMISSION Mobile
DEPARTMENT OF LAW AND PUBLIC SAFETY PTC 803

STATE OF NEW JERSEY

REPRIMANDS

Regardless of the atmoephere of conatructive discipline bullt
by a police supervisor, occasions will arise when it will be
necessary to take disciplinary action in the negative sense,

The method in which a police supervisor administers a repri-
mand will have an effect on the morale of the group as well
ag the individual,

A formal definition of reprimand is given as "a severe reproof
glven by one in authority",

What is your definition?

Reprimands take two general forms.
1.

=

isiring the reprimand, the supervisor must maintain certain
stiitudesa, Name some of these attitudes.,
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Mobile
PTC -803a

The interview should consist of five sequential steps.
1. '
2.

3.
b,
5.

What must the supervisor study in preparation for the inter-
vieu?

1.

2.
3.
L,

Reprimands should be carried out at the right time and place,
Usually reprimands should not be carried out in the presence
of others and they should be administered as soon as posesilble
after the offense,

The interview should be about a speciflc event and not an
accumulation of trivialities,

What responses are desired from the offehding offlcer during
the intervlew?

Officer must understand the seriousness of the error and
impressed as to what conseguences could result from that error.

The supervisor should create a desire for improvement, He can
do this by:




Mobile

PTC 803b

When determining the punishment, the supervisor must re
it is the certainty of punishment, and got member
that is important.

¢

What elements are desired in the conclusion of the interview?

the post-interview follow-up 1s one of the most important

phases, What would the supervisor do to
this phase effectively? - © o insure he completes

There is pretty much agreement among authorities, that, in
police work, a closer supervision of the work of subordinates
is necessary than may be neceéssary in private industry. This
means the immediate supervisor wlll be expected to maintain
fairly tight discipline in his group. This may occassionally
require disciplinary action on the part of the supervisor.

When disciplinary action becomes necessar the 1 -
visor is making a serious mistake when hey%ails gg %ggesggfr
When he takes 1it, but fails to fit the punishment to the
falling, considering individual differences, or fails to
consiger the disgiplinary action he tokes is 1likely %o accom-
plish his specific aims, he makes equally as serious a mistake.

® ® o ® L
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HOW TO GIVE REPRIMANDS

The situation will determine whether & reprimand
should initially take written or oral form, but in any case
the worker should have an opportunity to discuss the problem
face-to-face with the supervisor, The emphasis should be
placed upon co-operative effort to avoid repetition of the
incident rather than upon "bawling out” the worker. This
attitude is particulerly* important in the case of a Tirst
offense. Certainly the manner of the supervisor as he
reprimands & worker 1E often more imporcant than what he
does. Timing, place, tone of voice, and facial expression
are among the faotors which cause workers of one supervisor
to respond constructively while those of another supervisor
dislike, fear, or hate him. A few basic rules are obvious
but easily and often neglected,

1. Be sure the reprimand is deserved! Nothing
is more demoralizing to an individual than a false accusation.
If for any reason you do make such & mistake, it is very
difficult to offset the demage done to confidence, loyalty,
and respect. But try to de what you can to meet the problem
honestly by apology to the worker involved. At the same
time, when & reprimand is deserved, see that iL is glven in
sccordance with the requirements of the situation. These
suggestions lie at the heart of constructive consistency.

2, Remember that workers are individuals. Individ-
ual differences are key racts in the disciplinary case.
Character, past record, present attitudes, and similar matters
should be included in the evidence on.the basls of which a
supervisor decides upon disciplinary action. This, too, is
part of constructive consistency.

3. Never lose your temper when reprimanding a
worker. He may give you cause to become impatient or angry,
But 1t does no good to block channels both ways by descending
to his level of behavior.
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SECTION III
Mobile
PTC 505a

HOW TO GIVE REPRIMANDS (cont'd.) )

4. Keep. the process private, In the group, an
individual is Yikely to be more concerned with how others are - TVERSITY
reacting to his reprimand than with what you are saying. RUTGERS - THE STATE UN

5. Face the issue. Do not "sneak up” on the action +
in a way which Infers that you are apologetic, doubtful, or THE GRADUATE SCHOOL OF EDUCATION
fear}i;ul. No‘t:hing istmore likely to treate misunderstanding
of the situation in the workeris mind., Iet him know clearly N
why the reprimand is being given with specific emphasis on DEPARTMENT OF VOCATIONAL~TECHNICAL EDUCATIO
what he did to bring it about. Let him understand clearly
the consequence8 of his error and what to expect if he should
repeat the offense, But never make threats which you will not
or cannot carry out.

6. Glve the worker a chance to make & positive

PERA' ROFESSIONALLY
response. When you have been Tair, the worker may want to AN EVALUATION OF THEED gﬁﬁ“&ﬁ%gﬁ%g&;gpm %gg;ﬁ
a.po&ogize for his actions. Accept this urge gracefully in STAFFE POLICE TRAINING FACILITIES
& manner which se.ys "I am glad that we understand each other
better now,” not "Well, it's about time you wised up," or :

"0K, but be damned sure that you don't do it again." Again,
there may be no direct apology, but the worker may wish to
explain how he will try to do better in the future. Maybe

what he says is obvious to you, but do not be afraid to A FII REPORT

inject & compliment when he works out Some idea on the situa- of

tion which is an insight for him. Giving him a chance often :

means maki a chance because your authority is almost 27.472

i{xevitablyn%out front" in the reprimand situation. RESEARCH PROJECT NO. 27-3723
- by

DR, CHARLES C., DRAWBAUGH
ASSOCIATE PROFESSOR OF EDUCATION

SEPTEMBER 15, 1567

bmitted to the New Jersey Police Training Commission
Submd Department of Law and Public Safety
Newark, New Jersey

From Supervisory Methods in Municipal Administration
by International City Managers Associatiqn
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CHAPTER 1

INTRODUCTION

Not too meny years ago & policeman could maintain his
posfition and advance within the police force without extensive
classroom training.,  Today, however, with greater concentra-
tions of people, more complicated and complex laws, and & highly
knowledgeable soclety, law enforcement officers must be better
trained individuals., Leadership from within the municipal and
state law enforcement agencies has begun a movement to upgrade
systematically those men already in the fleld.

More and more police officers with distinguished and rather
lengthy service records have or are earning baccalaursate and
acvanced degrees in the field of education. This new breed of
man, competent in the vocation and also in pedagogy, is pro-
viding the kind of leadership which will stimulate many kinds
of in-service %training programs with offerings for all of the
law enforcement officers, The trend to upgrade and promote
police training programs through gualified men from within,
although only one approach to the total educational prcblem,
appears most desirable and promises to be an efficlent means

of improving this vital public service to the Nation.



Genersl Statement of the Problem

The New Jersey Police Training Commission was awarded a
grant to improve police training throughoﬁt the State. Proposed
in the funded study was a plan for better instruction, class-
room facilities, snd learning aids than experienced in the past.

Success in upgrading instruction through & volunteer
instructor corpa, over the years, had been limited by constant
reassignment, promotion, and retirement of personnel, To im-
prove instruction it waes realized that classrooms had to be
staffed with professional police instructors who could be
depended upon to discuss and demonstrate lew enforcement and
leadership techniques and practices to those policemsn who
aspired to render a more professional service and to better
their positlons on the police force, One aspect of the problem
was to compare volunteer and professional police instructors
by means of effectiveness of student learning measured by a
situational type of paper and pencil teat. Secondly, both kinds
of Instructors were to be evaluated by means of student ettitude
or opinion.

The conventional classroom for police in-servics training
was often a temporary room in the municipal building which was
not conducive to efficiency in learning. Lighting, heating,
and ventilation let much to be deéired; a classroom context
vwas missing; and the room and furniture were not inspirational

to either the instructor or the students. A suggested solution

: 97

to the past and current problem was to purchase self-contained
mobile classrooms fully equipped with the paﬁﬁgogieal hardwane
deemed necessary for teaching and learning. One aspect of the
problem was to compare the conventional classroom with the
mobile classroom by means of effectiveness of student learning
measured by & situational type of paper and pencil test.
Sceondly, both kinds of classryroom facilities were to be evalu-
ated by means of student attitude or opinion. A third evalua-
tion proposed was to compare mobile to conventional classroom
facilities in terms of economice feasibility.

Learning aids were not generally utilized by volunteer
instructors 1n teaching their relatively smell classes. The
instructors vere not allotted time nor did they have the where-
withal to prepare handouts, make models, collect samples, order
films, and organize data into charts. The approach to teaching
wes primarily the lecture-discussion method. A suggested solu-
tion to the problem was:to provide mobile classrocms with &
multi-medie system for presenting linear eudio-visual materials
programmed by professional instructors.  The man-machine system
was designed so the instructor could monitor individual students
as desired. One aspect of the problem was to compare the
lecture~discussion methed with the multi-media method of teach-
ing by means of effectiQeness of student learning measured by
a situational type of paper and pencil test. Secondly, both

methods of teaching were evaluated by means of student attitude
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or opinion.

Scope and Limitations of the Study
" A twenty-four class-hour course Sf instructién was devel-
oped by the professional instructors on basi% supervision. The
course of instruction included written lessons on administra-
tion, supervision, communications, discipline, inspection,
loadarship, and community relations. Instructional materials
were developed to supplement the four-day course.

Classes of approximately thirty students each were sched-
uled by the New Jersey Police Training Commission for the
reBearch experiment. Students in the classes were in-service
policemen of all ranks and ages who were recommended by depart-
ment superlors for enrollment., Classes were held from January
to June at designated places in the state, often near the center
of the student population for each respective class. Instruc-
%ion, facilities, and learning aids were evaluated from data
zathered from students who attended classes,

Classes of students were assigned to the following cate-
#vv les: (1) volunteer or professional lnstructors, (2) conven-
t. . mal or mobile classrooms, and (3) lecture-discussion or
wlti-medla methods of teaching. Data was limited severely on
*he volunteer instructors, conventional classrooms, and multi-
media method of teaching. Volunteer instructors were not will-
ing to compete with the professional instructors; the moblle

classrooms wWere avallable and had¢ public relations values which

L dpge M X ent e ww R ahe it
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prevented the assignment of students to conventional classrooms
even with the constent prodding of the research consultant;
and the professlonal instructors did not have time to prepare
program materials of any significance for the multi-media
system. A one-half hour multi-medila lesson waé developed and
utilized near the end of the training program.

The training program was evaluated by three independent
means: (1) & paper and pencil Supervisory Judgment Test, (2) &
Student Opinionnaire on instruction, facilitles, and teaching

aids, and (3) & feasibility study on costs of facilities to
compare those of the mobile classroom with these of the conven-

tional classroon,

Definitions of Terms Used

Certain words and groups of words appear frequently
throughout the discussion of this study. The followlng defini-
tions will clarify the meanings of the terms used:

Conventional classroom: ‘Public chambers in county and
municipal buildings, the back rooms of police headquarters,
jJails and sheriffs! offices, and abandoned public school bulld-
ings and other similar structures utilized for preservice and
in-service police training classes, "Teaching spaces” which,
for the most part, provide inadequate learning environments.

Edex Multi-Medlis System: A man machine system which

’ presents a linear audio-visual program and has the programming

capacity to monitor student responses. .
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Moblle Classroom: A portable house-type of trailer con-
verted into a self-contained learning center fully eguipped
with pedagogical hardware and designed to accommodate & class
of thirty studénts in a pleasant and comfortable environment.

Professional Instructors: Teachers who are proficlent in
modern training methods, have proven their aéademic and voca-
tional competencies, and are engaged in the training of police-
men.

Student Opinionnaire: A total of thirty attitudinal
statements with ten each on instruction, classroom facilities,
and teaching aids relative to the police training program
about which students were ssked to express their feelings.

Supervisory Judgment Test: A twenty-three question situa-
tional-type of multiple choice examination with specific
problem areas common to supervisors of paolicemen. The test
was administered to the students previous to and following the
instructional period.

Volunteer Instructors: Any of the dedicated policemen
who make themselves availeble ag teachers of police in-service
courses, They are usually highly qualified in the subject
matter area but lack the professional training and practice

to master teaching skills and techniques.
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CHAPTER II

DESIGN OF THE STUDY

Specific Statement of the Problem

The three major objectives of the study were (1) to com-
pare the relative effectiveness of two kinds of instructors,
two types of classroom fac¢ilities, and two methods of teach-
ing; (2) to assess attitude (opinion) relative to two kinds
of instruction, two types of classroom facilitles, and two
methods of teaching; and (3) to compare the mobile classroom
to the conventional classroom in terms of economic feasibility.

‘Students were assigned to classes for instruction in Basic

Supervision for the Police Supervisor. Teaching was done

during & four-day period in which in-service policemen attended
classes to receive instruction., Classes were categorized
according to the kind of instructor, type of classroom facil-
ity, and method of teaching assigned them,

Comparative affectiveness of instructors, classroom facil-
ities, and methods of teaching were measured in terms of a
paper and pencil type of Supervisory Judgment Test. Twenty-
three situaticnal-type, multiple choice questions on adminis-~
tration, supervision, communications, discipline, inspection;

leadership and community relations were found to discriminate
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and, therefore, used to evaluate knowledge immediately before facllitles were used to determine the economic feasibility of
and after the four-day training course, the mobile clagsroom.

Students were requested to identify thelr answer sheets
on the Supervisory Judgment Test by means of thelr birthdate.

The New Jersey Police Training Commission supplied the research follows:
consultant with additional data ineluding police rank, police 1. To
service, and size of police department for each student. &.

Attitudes (opinion) about instructore; classroom facile-
ities, and methods of teaching were reflected in a Student
Opinionnaire consisting of thirty statements rated by each b.
student. From a larger 1list, ten statements were selected to
assess the instructors, ten statements to assess classroom
facilities, and ten statements to assess methods of teaching. Ce

Student Opinionnaires were administered to the students

immediately after the four-day course was completed. Each
student was requested to identify his opinionnaire only by

i+ birthdate. Student Opinionnaires were gathered by the 2. To
‘s30T ranking student in the class and he mailed them in a a.
htﬁi?addressed envelope to Rutgers - The State University for

#y-ra88ing.

, éonstruction and maintenance figures for conventional b,

~isgsroom buildinge were studied and computed. The daily log
and expense records kept on the mobile units were &lso reviewea G
uding the same kind of data as for the conventional classrooms,

A comparison of the data from the two types of classroom

Objectives of the Study

The major objectives set forth for this study were as

compare the relative effectiveness of the
professional police instructor teams to the
volunteer instructor corps when measured by
gain in test scores (achievement) of students.
mobile classrooms to the conventional class-
rooms when measured by gain 15 test scores
(achievement) of students,
Edex multi-media method to the lecture~
discussion method of teaching when measured
by gain in test scores (achievement) of
students.
asgsess attitude (opinion) about the
professional police inatructor teams and the
volunteer instructor corps when measured by
scores provided by students.
mobile and conventional classrooms when
measured by scores provided by students.
Edex multi-media method and the lecture-
discussion method of teaching when measured

by scores provided by students.

aF
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3. To compare the mobile classrcom to the conven-
tioral classroom in terms of economic feasibility
relative to conatruction costs and maintenance
costa.

Procedure of the Study

The steps in the procedure of tkds study were to: (1)
develop the educational materials, (2} develop the evaluative
criteria, (3) select and assign the instructors, (4) select
and assign the types of teaching facilities, and (5) select
and assign the studénts. The evaluative aspect of the study
began October 1, 1966, and ended on September 30, 1967. Data
was ccllected during the first six months of 1967. The data
were analyzed and the report was written during the summer of
1967.

Development of educationsl materials. Professional police

instructors were employed to develop content and write lesson

plans for the course of study, Basic Supervision for the Police

Supervisor. Instructors of the four-man team prepared lessons
in the subject matter areas in which they were most knowledge-
able or competent.

Iessons were written in the areas of administration, super-
vision, commnications, discipline, inspection, leadership,
and community relations, More specificelly, lessons were
written on administrative reporting, meking decisions, giving

orders, reprimands, elements of progreseive leadership, group
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dynamics, authority and influence of the police leader, police
ethics, and human behavior. The course of study included a
11beral number of handouts prepared for the students.

The course, Basic Supervision of Folice Supervisors, was

designed to be taught in twenty-four hours. Time was scheduled
during four successive days with classes held six hcours per day.
Leason plans were reproduced, sequenced, and sgsembled
intc loose-leaf notebooks. Each instructor in the study,
whether volunteer or professional, was supplied with & copy

of the lesson plans in the course of study and the sccompanying

1
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handouts. L

Professional police instructors were acquainted by the
manufacturer's representetive with the Edex multi-media system
for presenting lessons. The intent of the demonstration was
to tedch the mechanics of operating the system in the cl&ss-
room, and 8lso to initiate the writing of programs to use “in
the system,

A one-half hour multi-media presentation was written and
was used to & limited extent in the classroom near the end
of the training progrem, The presentation, "Techniques of
Reprimanding®, required approximately one hundred hours of
the instructort's time and additional t:Ltﬁe of specialists in
audio-visual productions for its preparation.

Development of the criterion test. A peper and pencil

test for evaluating effectiveness of learning was prepared by

“

EER R
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the professional instructors who organized and wrote the
course of study. Many of the items or questions in the test
were taken from Supervisory Judgment Test, Series 0, which wase
prepared by the U. S. Civil Service Commission, Questions

were rewritten to relate more specifically to supervisory
activities within and about the policeman’s world of work,
Additional situational questions about 'community relations?
were structured and added to the test to evdluate that aspect
cf the instruction. A total of thirty-four multiple-choice
questions with five distractors each were subjected to a
pilot study.

The pilot study was done by the research consultant,
Rutgers - The State University to determine the validity of
M§e questions or items in the proposed test. The test items
¥ere administered both as a pretest and test to four classes
&2 thirty students each. . An item analyais of the thirty-four
mvustions using the 120-student sample showed that eleven of
1na muestions did not discriminate. The remaining twenty-
¥k¥4n multiple choice questions were sequenced to form the

S % syisory Judgment Test, the criterion measure for deter-

niaiqg,gtrectiveness of learning,
The critzrion measure was administered to students before
they received instruction and again at the end of the four-day

training session. A copy of the Supervisory Judgment Test is
included in the appendix.
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Both the pretests and the tests were administered by
either a research consultant, Rutgers - The State University,
or the classroom instructors. When administered by the instruc-
tors, a ranking member of the class was provided with a self-
addressed envelope and directed by the instructors to collect
and mall the ancwer sheets to the research consultant, - Answer
sheets were scored and scores were recorded for analysis by
the research consultant,

Development of the attitude instrument. Statements were

accumulated for the purpose of developing a Student Opinion-
naire about instruction, classroom facilities, and teaching
aids (methods of teaching). It was assumed that each state-
ment would reflect the attitude of students subjected to a
particular set of conditions in the learning environment.
Thirty=eight statements about instruction, twenty-five
about classroom facilities, and twenty-one about teaching aids
were written with approximately half of the eighty-four state-
ments stated positively and the other half stated negatively.
An attitude scale with five choices, (1) strongly agree,
(2) agree, (3) uncertain, (4) disagree, and (5) strongly dis-
agree, was provided to rate each of the prepared statements.
A pilot study was utilized to determine which statements
proved to be the most discriminatory. The eighty-four state-
ments were administered to four classes of thirty students

each following the four-day training sessions. Rating sheets
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were scored using values of four, three, two, one, and zero
respectively for opinions which ranged from 'strongly agree!
to 'strongly disegree!, Total scores for each student for
each >f the eighty-four statements were calculated,

Scores for each student were ranked and fitted into a
quartile ranking. The mean score on each statement for the
low quartile scoring students was compared to the mean score
on each atatement for the high quartile scoring students by
t-test. ‘Statements were arranged in rank order within their
respective categories (1nstruction, classroom facilities, and
teaching aids) according to their t-values,
ments

The ten state-
with the highest t-values in each of the categories

were used in the perfected Student Opinionnaire,  Each of the

thirty statements were significant at least at the 5 percent
level when calculated by t-test,

The Student Opinicnnaire was administered to members of

the classes by either the research consultant, Rutgers - The

State University, or the instructors near the end of the

The rated Student Opinionnaires were identi-
fied by the student’s birthdate rather than his name. The

training session,

anonymous rating supposedly encouraged the student to express'
his truthful opinion about the prescribed aspects of the
training program,

A second effort was made to encourage truthfulness by
maintaining anonymity. When the Student Opinionnaire was
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administered by the instructors, a renking member of the class
was provided with & self-addressed envelope and directed by

the instructors to collect and mail the completed Student
Cpinionnaires to the research consultant, Rutgers - The State
University. Rating sheets were scored and scores were recorded
for analysis by the research consultant,

Selection and assignment of instructors. Four law enforce-

ment officers were employed to prepare the instructional mate-

rials and to teach the course, Basic Supervision for Police

Supervisors. Three of the men taught in police academies,
and three out of the four had Baccalaureate Degrees. Together,
the four men amassed better than seventy years of service as
law enforcement officers. Previous to accepting the assign-
ment as professionsl instructors, two of the men held the rank
of captain, one lieutenant, and one sergeant in municipal
police forces,

Two professionel instructors were assigned to each of
the mobile classrooms. The senior instructor of each team was
the member who served as a law enforcement officer the longest
period of time. In both cases the senior instructor was the
older member and ranking member of the team, conditiones which
helped create the campatible working relationships which
existed within the teams.

Volunteer instructors were utilized for the teaching of

only one class. They were dedicated policemen who made them-
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selves available to do the Job. A Director of Public Safety,
a Captain, and a Chief made up the volunteer instructor team,
Members of the team averaged fifteen years of serviée in law
enforcement work. The vilunteer instructors were respected
law enforcement offic/rs who were highly qualified specialists
in the subject matter areas, but lacked teaching experience.
The volunteer instructors were given copies of the course
outline and teaching aid handouts several weeks in advance
of their teaching assignment and encouraged to become familiar
with the materials. During the instructional period, profes-
sional instructors were available to help the volunteer in-
structors with duties and responsibilities other than teach-
ing the students.

Selection and assignment of teaching facilities. The

“wo moblile classrooms were house trailers completely furnished
to accommodate & class of thirty students and two instructors,
**f pobile units were equipped with self-contained heating
ng %ir conditioning systems. Each mobile facility had a

»

cdEyroom and a smaller preparation room. The preparation

iy was designed to store teaching materials and equipment

<-4 to provide work stations for the two instructors. .
Both mobile classrooms were equipped with Edex Multi-

Eedia Teaching Systems. The systems provided the hardware

to program presentatipns usirg contributions from the instrue-

tor, and learning aids such as slides, audio tapes; and
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motion picture films. The men-machine system was designed to
aid the instructor in monitoring individual students or the
entlze class throﬁéh an electronic arrangement between the
students'! desks and the desk of the instructor.

For the most part, one mobile classroom was. assigned to
Northern New Jersey and the other was gssigned to Southern
New Jersey, Each professional instructor was originally
assigned to a moblle classroom. On occasions the assignments
of professional instructors were changed to meet the situations.

The New Jersey Police Training Commission made arrange-
ments for parking the mroile classroom faclility on municipal
parking lots in locations where the classes were given. Rest
rooms in the municipal buildings supplemented the mobile
clagsroom facilities. An auxillary power unit furnished the
electricity for light, heat, and power needed in the classroom.

Conventional classrooms were not used except during
emergency situations, The assignment of classes to conventional
classrooms was not made as requested in the proposal on evalua-
tion. As & result, no test data were gathered about conven-
tional classrooms. Only one class of students evaluated a

conventional classroom using the Student Opinionnaire.

Selection and assignment of students to class, Students

in the study were policemen interested in supervision and,
ultimately, promotion who were recommended by‘their superiors

for enrollment in the classes, Generally two claesses per week
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of approximately thirty students each were scheduled for ’
training by the New Jersey Policé Trhining Commission during
January through June at designated locations throughout the
State,

Individual classes were not random samples of the New

Jersey police population., A composite of samples was neces-
sary to approach randomization.

Variables about students which were identified and studied

were age, police rank, and years of police service, Data
was kept of the geographical location of the class end the
size of the police department in which the student worked as
a law enforcement officer.

It was observed that students who made up the classes
on supervision were somewhat dlfferent from students with
other kinds of occupational backgrounds. One attribute
common to the students was the desire to attend class of an
in-service nature, Without exception, each group indicated
in many ways its gratefulness for being accepted into the
class. Secondly, the respect of spudents‘for the instructors
and the rank of their fellow students totally eliminated any
kind of discipline problems or waste of instructional time,
Upon arriving at class the students were motivated to learn.

Treatment of the bata

Collection of the @ata. The Supervisory Judgment Test

was administered to all students in the course as a pretest
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and later as & test, The instrument was administered either
by the research consultant o the instructors. When adminis-
tered by the instructors, a ranking student in the class was
provided with a self-addressed envelope, directed to collect
the answer sheets, and requested to mall them to the research
consultant, Rutgers - The State University.

The Student Opinionnaire was administered to all students

in the in-service course by either the research consultant

or the ins*ructors near the end of the training pericd. The
ratings were collected either by the research consultant or
the ranking student in the class. The ratings were returned
to Rutgers - The State University, along with the Supervisory
Judgment Test answey sheats.

Answer sheets and rating sheets were identified by the
students bilrthdates rather than their names. Date other
than pretest and test scores and ratings on instruction,
classroom facilities, and lesrning alds were furnished by the
New Jersey Police Training Commission. Police rank, police
service, and size of police gépartment from which the student
was sent vere vital personal data supplied by the Commission.

Other data were furnished by the instructors. Neme and
location of the city in which the c¢lass was taught, dates
classes were held, and the names of the instructors wvere

provided for each class, The independent variables for the

instruction were noted as professional or volunteer instructors,
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mobile or conventional classrooms, and lecture-discussion or

Edex multi-media method of instruction.

Analysis of data. The Supervisory Judgment pretests

and tests were scored for correct answers. Likewise, the
statements on the Student Opinionnaire were scored on attitude
about instruction, classroom facllities, and learning aids
(methods of teaching). Pretest, test, and attitude scores
Were recorded with other pertinent data for each student.

The t-test between mean scores of non-correlated samples
of unequal size was employed to determine significance be-

tween pretest scores of two groups unless otherwise stipulated
The t

~test between mean scores of correlated samples

vl equal size was employed to determine significance between
pretest and test scores of the same student or group of
®iudents.

‘ The t-test between mean scores of non<«correlated gsamples
*fiungqual size was employed to determine significance be=~
2mqmquaina in test scores for groups of students,

nfhe t-test between mean scores of non-correlated. samples
g p&gqu&l size was employed to determine significance of
sifltude ratings betﬁeen groups of students,
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CHAPTER III

PRESENTATION OF THE DATA

This chapter presents the results of the experimental
study., Comparisons were made of types of instructors,
two kinds of classroom facilities, and two methods of teach-
ing. Students were law enforcement officers selected by
their superiors to pursue the four-day course on Basic

Supervision for Police Officers.

The criterion measure, Supervisory Judgment Test, was

a paper and pencil evaluation composed of twenty-three
situational questions on supervision., The control on
individual differences was the criterion measure used as a
pretest, Other control measures recorded were location of
class, age, years of police service, police rank, aqd size
of department in which the student was employed. Students
were tested, teught, and tested again immediately after the
instructional periocd was completed.

A Student Opinionnaire with statements about instruction

{instructors}, classroom facilitlies, and learning aids
(methods of teaching) was administered to students immediately
following the instructional period. The purpose of the instru-

ment was to measure the attitude of students subjected to a
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particular set of learning conditions. Anonymous ratings
supposedly encouraged students to express truthful opinions
sbout prescribed aspects of the program, The descriptivé
ratings given by the students were converted into quantita-
tive data to evaluate statistically the independent variables
of the study.

The data is presented in six parts. The parts includé
(1) the experimental teaching program, (2) types of instruc-
tors (instruction), (3) kinds of classroom facilities, (4)
methods of teaching (learning aids), (5) economic feasibility
of .the mobile classroom, and {6) other related factors,

The Experimental Teaching Program

Most of the experimental classes were taught by profes-
sional instructors using the lecture-discussion method of
teaching in the mobile classrooms, From & pilot program
point-of-view this arrangement had considerable merit; from
& researchers point-of-view the approach left much to be
desired, The small amount of data, gathered from the other
teaching-learning situations somewhat limited the study.

Leadexrship in the New Jersey Police Training Commigsion
met considerable resistance in setting up the various experi-
mental learning situations. A purpose of the study was to
improve the public image of police training. Returning to
the use of volunteer instructors and conventional classrooms

was highly undesirable. It was difficult to ask volunteer
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instructors to teach the experimental classes especially since
it was suspected that the outcome of the four-day course
might be less than desired. Secondly, since the mobile class-
rooms were self-contained learning leboratories designed
specifically for the stuay, virtually no one was willing to
return to the conventional police classrooms (sheriff!s offices,
Jails, and back rooms of police headquarters) for teaching

or learning, And, thirdly, the Edex Multi-Medla System Ye-
ceived very limited use because materials were not programﬁed
except for one thirty-minute presentation. Therefore, much
of the dats gathered was about professional instructors using
the lecture-discussion method of teaching in the mobile
classaroom.

The mean scores in Table 1-1, except for one class, show
statistically significant gains in learning from pretest to
test of student taught basic supervision by professional
instructors using the lecture-discussion methed oflteaching
in the mobile classrooms, The Camden I class did not show
a significant gain in mean scores from pretest to test. Two
irregularities which may have affected learning and teaching
were: (1) problems with the lighting system which forced the
class to move into & conventional clsssroom several times,
and (2) more than usual traffic by public officials who were
given tours of the facility.

The 441 students whose dats is summarized in Table 1
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Table 1-1, Mean Teat Scores for Twenty Classes of Students
Taught by Professional Instructors Using the
Lecture-Discussion Method of Teaching in Mobile

Classrooms
O

glgggion of ggggzgtgf Pretest Test Gain 3;?32:
Wayne Township 27 13,52 16.81  3.29 5.31%%%
Hammonton 29 11.83 13.89 2,06 3.75%%
Paterson I 19 15.84 18.37 2,53 5. 27%%%
Camden I 20 16.05 16.35 0.80 1.51
Paterson II 19 16.16 18.89 2,74 5.83%#%
Camden II 23 14,78 16.35 © 1.57 5.23%%»
Trenton I 20 13,90 15,95 2,05 4, 36%%%
Trenton II 26 15.15 17.73 2.58 6. U5nun
Bridgewater I 19 12,74 15,11 2,37 3.54%
Edison I 28 13.07 15,29 2,21 4 17awx
Bridgewater II 26 12.81 15.69 2.88 7 o380
narlton I 10 12,30 14,70 2,40 . 2,58«
inion I 28 14,36 16.79 2,43 3.68%%
Marlton II 5 13.20 15.80 2,60 3.82%
Union II 25 15.44 i7.44 2,00 3.70%x
?nion ITI 21 14.81 17.10 2,29 4, hoenn
gnion v 18 14,94 16.28  1.33 2,.66%
ricidletown 25 12.76 16,08 3,32 7 .38#%x%
«etn Township 31 12.94 15.35 2.4 4 Blwwn
«~ifton 22 15.77 17.68 1.91 4 55u%x

BT

#%2 .7ains in scores from pretest to test were si ifi

.001 level by correlated t-test. gnificant at
=% ‘Gains in scores from pretest to test were si f
: g iOl }egel by correlated t-test. gnificant at
= alns in scores from pretest to test were signif

.05 level by correlated t-test, gnificant at
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were considered a representative sample for making compari-
sons with other groups taugpt under different conditions,
Geographical éregs and population concentrations were repre-
sented by classes. Therefore, data from this table were
utilized in subsequent tables to make comparisons from which
to draw coneclusions about other aspects of the study.

Table 1-2 shows mean attitude scores for the twenty
classes of students taught by the professional instructors
using the lecture-discussion method of teaching in the mobile

clagsrooms, The Student Opinionnaire was written with three

parts: (1) instruction or types of instructors, (2) classroom
facilities, and (3) learning aids or methods of teaching.
Student attitude, converted to raw scores for each part,
could range from & possible zero to forty. The students
consistently rated the instructor higher than the method of
teaching and the classroom facility., The grand mean rating
for the professional instructor (instruction) was 32:48
whereas the lecture-~discussion method of teaching was rated
30.30, and the mobile classroom facilities received a score
of 29.68. The students by classes were rather consistent

in placing the instructor first, the classroom facility last,
and method of teaching somewhere between the other two

factors.

Types of Instructors

One group, the Edison IX class, was taught by volunteer
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Table 1-2, Mean Test Scores for Twenty Classes of Students
Taught by Professional Instructors Using the
iecture-Discussion Method of Teaching in Mobile

Claserooms

Gass " Hneenve Trotrmpaiiude scores
Wayne Township 27 31,70 29,11 31.44 92,26
Hammonton 20 30.34 28.34 28.86 87.66
Paterson I 19 32.26 31.37  31.53 95.16
Camden I 20 31.65 31.75 30.65 94,05
Paterson II 19 34,26 31,21 35.53 97.00
Camden II 23 32,66 28,70 29.57 90.91
Trenton T 20 32.05 28.80 29,65 90.50
Trenton II 26 32.46 31.23 30.92 - 94,62
Bridgewater I 19 31.37 27.68 27.89 86.95
Edison I 28 33.43 27.29 30.82  91.54
Bridgewater IT 26 31,50 30.12 30.08 91.69
Mariton I 10 33.10 31.10 30.60 94,80
Union T 28 30.61 27.89 28.04 . B6.54
Marlton II 5 31.20 28,80 31.40 . 91,40
Union II 25 33.88 30.56 29.96 - 94.40
Union III 21 34.10 28,24 3L.29 93.62
Unlon IV 18 33.17 29.50 31.39 94.06
Middletown 25 33.92 32.08 . 32.32 98,32
Ocean Township 31 32.81 31.23 30.52 94,55
Clifton 22 32,00 28.77 29.27  90.05

Grand Mean 22 32,48 29.68 30.300 92,41
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instructors. 1In Table 2-1 the Edison II class was compared
by mean test scores to three clssses taught by professicnal
instructors; namely Edison I, Bridgewater II, and Ocean Town~
ship. The three classes taught by professional instructors
were chosen as comparison groups for the one class taught by
volunteer instructors because of the likenesses the classes
shared. All four classes were taught in the mobile classroom
facility, were made up of students who came from small police
departments, and were composed of students with like mean
pretest scores.

The mean pretest score of 12,90 for students in the
Edison II class was not significantly different from any
of the mean pretest scores of 13.07, 12,81, and 22.94 for
the comparison classes.

When the mean pretest score was compared to the mean test
score for each class, it was found that the gain of 0.67 for
the cihas taught by volunteer instructors was not a significant

« gain but the gains of 2,21, 2.88, and 2.42 for the classes
taught by the professional instructors were significant.
Likewise; the differences in mean gains in test scores between
students taught by volunteer and professional instructors were
significant.

The dats in Table 2-1 show that the professional police
instructor teams were more effective than the volunteer in-

structor corps when measured by gains in test scores (achieve-

ment) of students,
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Table 2-1, Mean Test Scorey for Classes of Students Taught
by Volunteer arid Professional Instructors
Uslng the Lecture-Discussion Methed of
Teaching in the Mobile Classroom Facility

Type of Number of Mean Scores » Difference
Instructor Students Pretest  Test Gain in Gain
Volunteer
Edison II 30 12.90 13.57 0.67
Professlonal
Edison I 28 13.07 15.29 2,21%%% ] 5l*
Bridgewater IT 26 12.81 15.69 © 2.88%x% 2,21%%
Ocean Township 31 12,94 15.35  2,42%*» 1 75%

“¥#* Mean galn in scores from pretest to test was signif
8 icant
at the .,001 level by correlated t-test, & !

<+ Difference in mean gains in test scores between students
taught by volunteer and professional instructors was
significant at the .0l level by uncorrelated t-test,

Difference in mean gains in test scores between students
taught by volunieer and professional instructors was
significant at the .05 level by uncorrelated t-test.
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Table 2-2 shows the mean attitude scores (opinions) of
students about thelr instructors. The students from both
classes came from small police departments, were chosen by
their superiors to attend classes, made pretest scores which
were very similar, and were taught in a mobile classroom.

The major difference between the classes was that one class
(Edison II) was taught by volunteer instructors while the
other class (Ocean Township) was taught by professional in-
structors. The class taught by volunteer instructors rated
items on instruction 29,80»wh11e those taught by professional
instructors rated the same ltems 32.81 out of a possible

score of 40,00, The 3.0l difference in scores between classes
on attitude about instructors was significant.

Professional police instructor teams were assigned rat-
ings on instruction which were significantly higher than those
assigned to the velunteer instruction corps when measured
by attitude (opinion) of students.

Table 2-3 provides more extensive data on types of
instructors and methods of teaching. Volunteer instructors
using the lecture-discussion method of teaching were rated
lowest (29.80) of any category on instruction, Professional
instructors using the lecture-discussion method of teaching
rated 32.48; an increase of 2,68 over the lowest score.

When professional instructors used Edex on & limited basis

for teaching they were rated 33.00. The increase in score
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Table 2-2. Mean Attitude Scores of Students about Types
of Instructors Using the Lecture-Discussion
Method of Teaching in Mobile Classroom

Facilities, .

Type Number Mean Mean Difference
of of Pretest  Attitude in Mean
Instructor Students Scores Scores Attltude Scores
Volunteanr

Edison 30 12,90 29.80
Professional

Ocean Township 31 12,94  32.81 3,016

*% Difference in mean attitude scores between volunteer and
professional instructors was significant at the .01
level by uncorrelated t-test,
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Table 2-3., Mean Attitude Scores of Students about
Instruction When Taught by Two Types of
Instructors Using the Lecture-Discugsion
Method and by Professional Instructors
Using Two Methods of Teaching

Types of Instructors Number Mean Difference
and of Attitude in
Methods of Teaching Students Scores Mean Scores

Lecture~Discussion Method

Volunteer Instructor 30 29,80
Professional Instructor 441 32,48 2,68%+

Professional Instructors

Lecture-piscussion

Method Ui 32.48
Limited Edex

Method 77 33.00 0.52

*% Differenze in mean attitude scores between volunteer and
professional instructors using the lecture-discussion
method was significant at the .01 level by uncorrelated
t-teat

IR s XN
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of the limited use of Edex by professional inatructors over
the lecture-~discussion method of teaching by professional
instructors was 0.52, This difference between scores wés
not significant by t-test.

Mean attitude scores in Table 2-3 show that students
preferred professional instructors over the volunteer instruc-
tors. The least desired teaching arrangement, as reflected
in attitude ratings (opinions) of students was the volunteer
instructors using the lecture-discussion method of teaching.
Frofessional instructors using limited Edex were scored
higher than professional instructors using the lecture-dis-
cussion method, but not significanfly higher.

Kinds of Classroom Facilities

Classes were not scheduled by the New Jersey Police
Training Commission in conventional classrooms, Requests by
the research consultant were not heeded that‘classes of
#tvdents be assigned to conventional classrooms so that data
a:ﬂ}d be collected on this experimental situation. Apparently,
vy desire to use the new mobile classrooms (pilot project)
¢ stronger than the desire to gather data in terms of the
vriterion measure (evaluative project). A major objective
vat forth in this study was to compare the relative effec-
tiveness of the mobile clessrooms to that of the conventional
classrooms when measured by gain in test scores (achievement)

of students. The comparison was not made due to the complete
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lack of data on the conventional classroom.

One class spent & period of tiﬁe in a conventional class.
room in order to assess it as a facllity. Iater in the week
the same class rated the mobile classrocom., The mean scores
accumuluted on the ten items about classroom facilltles were
rated 17.75 in the conventional classroom and 27.71 in the
moblle classroow, The difference in mean scores (9.95)
between conventional and mobile classroom facilities was
significant,

Part of the difference may be attributed to the Hawthorne
effect. The students realized they were being taught under
experimental conditions; they were not aware of the variables
being studied.

The analysis of the date in Table 3-1 shows that moblle
classroom facilities were assigned ratings which were signif-
icantly higher than those assigned to the conventional class-
room facility when measured by attitude (opinion) of students.

Methods of Teaching .

Teble 4-1 shows mean test scores of two sets of classes
pelred on size of departments in which the men worked, mean
pretest scores, type of instructors, and kind of facilities
in which they were taught. A difference in instruction with-
in sets was the fact that one class received a thirty-minute
progremmed presentation using the Edex multi-media method

while the other class received only the lecture-discussion
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Table 3-1. Mean Attitude Scores-about Conventiongl and
Mobile Classroom Facllities by the Same Class
of' Students When Taught by Professional
Instructors Using the Lecture-Dilscusslon

Method. .
Kind of Number of Mean Attitude Difference in
Classroom Students Scores Mean Attitude Scores
conventlional 21 17.76
Moblle 21 27.71 9, g5R%

*%% The difference in mean attlitude scores between the conven-
tional and the mobile classrooms was slgnificant at the
.001 level by correlated t-test

L - o
® ® ) X
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mable 4+1, Two Sets of Paired Classes with Test Scores
of Students Taught by Two Methods of Instruc-
tion by Professlonal Instructors in Mobile
Classrooms.
Method Number
of of Medn Scores
Instruction Students Pretest  Test Gain
SE® NO. 1
Limited Edex
Toms River 22 13.55 15.59 2,.05%%%
Lecture~Digcussion
Wayne Township 27 13,52 16.81 3,2gt%
SET NO. 2
Limited Edex
Clifton II 34 15.79 17.06 1. 26#%%
Lecture-Discussion
Clifton 1 22 15.77 17.68 1,91

*¥% Gains in

scores from pretést to test were significant at

the .00l level by correlated t-test.
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method of teaching.

In set no. 1 the mean gain for students receiving the
Edex lesson was 2.05 while the mean gain for students in the
lecture-discussion method was 3.29. In set no, 2 the mean
gain for students receiving the Edex lesson was 1.26 while
the mean gain for students in the lecture-discussion method
was 1.91. In both sets the gains were greater for the
lecture-discussion method of teaching.

All four classes made significant gains from pretest to
test, The limited use of Edex was not sufficient to make &
qualified comparison between the methods of instruction.

A major objective set forth in this study was to compare
the relative effectiveness of the Edex multi-medis method of
teaching with the lecture-discussion method of teaching when
measured by gain in test scores (achievement) of students,
Limited Edex (thirty minutes per class) was compared to the
1seture~discussion method of teaching, All classes in Table
“;1 vwere found to meke significant gains from pretest to

‘?s~t;v The limited use of Edex was not.sufficlent to make a
‘gu#iifi&ble comparison of the two methods of instructions,

Table 4-2 was prepared primarily to show the effect of
% thirty-minute programmed presentation (1imited Edex) on
the-méan attitude scores of students, The mean attitude
score of students taught by professional instructors using

the lecture-discussion method was 30-24: The mean attitude
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Table 4-2, Mean Attitude Scores of Students about Methods
of Instruction in Mobile Classrooms
Method : Number Mean Differences
of of Attitude in
Instruction Students Scores Mean Scores

Professional Instructors

Lecture~pDiscussion
Method Lyl 30.24

Limited Edex
Method 7 31,16 0,92

Lecture-Discussion Method

Volunteer Instructors 30 28,20

Professional Instruc-
tors 443 30.24 2,0l

** Difference in mean attitude scores of students about
volunteer and profeéssional instructors using the lecture-
discussion method was significant at the .01 level by
t-test.
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score of students taught by professicnal instructors using
the limited Edex presentation on "Techniques of Reprimanding,"
was 31,16, or a gain of 0.92 over the lecture-discussion
method.

The half-hour lesson did change the students! ratings
about the method of instruction. The change in favor of
Edex, however, was not statistically significant.

Attitude (opinion) about the Edex multi-media method
and the lecture-discussion method of teaching when measured
in scores provided by students were not significantly differ-
ent but favored the Edex method,

A second purpose of Table 4-2 was to compare types of
instructors rated on the lecture-~discussion method of teach-
ing. The mean attitude scores on learning aids by students
for volunteer instructors was 28.20 and for professional
instructors was 30,24, The 2,04 difference between the mean
attitude scores was significant. Professional instructors,
in the opinion of the students, rated higher than volunteer
instructors in teaching by the lecture-discussion method.

Economic Feasibility of the Mobile Classroom

BEach 10! x 60! mobile classroom used in the study was
purchased completely furnished for $16,550,00. Furnished
with desks and chairs for thirty students and two instructors,
storage cabinets, and heating and air conditioning equipment,

the mobile classrooms were purchased at a cost of $27.60 per
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square foot of floor space.

Another cost associated with the moblile classroom involved
moving the facility from one location to another. Both mobile
units were transported by one man and one tractor. The cost
of moving & mobile classroom deperided upon the number of
moves made in a given time and the distance traveled from
one location to another,

Calculated from the data provided by this study, the
following costs were determined for moving the mobile class-
room facility within the State of New Jersey less than one
time per week during a ten month school year: half-salary
of the driver, $3,000.00; half-rental of the tractor, $1500.0C;
road tolls, $55.00; and fuel and oil, $260,00. The total
costs for moving & mobile classroom from one location to
another during & ten month period was $4,815.00,

The average cost per square foot of floor space for
bullding a conventional public school classroom in New Jersey
during 1966 was $18.20, according to Dr. Edward Spare, State
Department of Education, Trenton, New Jersey. The rule of
thumb given relative to the cost of equipping a classroomv
was ten percent of the censtruction costs or approximately
$1500,00. From these figures 1t was estimated that an
equipped conventionel classroom would cost $20,00 per square
foot.

Costs associated with the construction of conventional
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classrooms involves the purchase of land on which to place
the bullding. Not figured in the cost of public school
construction, land may range in price from $600,00 to
$100,000.00 per acre in New Jersey, The cost of land on

which to place the conventional classroom would offset some-

" what the cost of transporting the mobile classroom which was

not permanently located,
Duration of usefulness 18 yet another factor to consider

relative to the costs of both kinds of classroom facilities.

‘It was conservatively estimated that conventional elassroom

facilities would be useful over a fifty to sixty year period.
On the other hand, mobile classrooms were not seen to be
functional for more than half that period of time.

Other Related Factors

Information was gathered on age, rank and years of ser-
wice in police work for each of the students. The size of
j¢llice department in which each student was employed during

Lhe-time he pursued the training course was also recorded.

% &,: pretest and test scores were calculated for each category

¢ are presented in the tables which follow.

-Ages of students and thelr test scores. The students

+y¥anty-one to forty years of age were compared to those of

-forty years of age and over on pretest and test scores. As

shown in Table 5-1, younger students made & mean pretest score

‘of 14,65 while the older ones made & pretest score of 13.71.
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Table 5-1. Mean Test Scores by Age of Students When
> Taught by Professional Instructors in Moblle

Classrooms Using the Lecture-Discussion Method.

Years Number

of of Mean Scores

Age Students Pretest¥* Test Gain

21 to k4o 200 14,65 16.89 2.24

41 and Over 241 13.71 15.98 2.27

e Difference 1n mean pretest scores between age groups was
significant at the .01 level by t-test,
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Table 5-2. Mean Test Scores by Rank of Students when
Taught by Professional Instructors in Mobile
Classrooms Using the Lecture-Discussion

Method.
Nuinber

Police of Mean Scores
Rank Students  Pretest® West Gain
Patrolmen and
Detectives 35 13.37 16.14 2.77
Sergeants 248 13.94 16.30 2.36
Lieutenants, Captalns
Inspectors, and Chiefs 158 14,49 16.61 2.12

# Difference in mean pretest scores wae significant between
the ranks of patrolmen and detectives together, and
lleutenants, captains, inspectors, and chiefs together
at the .05 level by uncorrelated t-test

37

The gain in score from pretest to test was about the same for
both age groups.

The data showed that the younger students made siinif-
icantly higher pretest scores than the older ones. Since
the mean gain in scores from pretest to test was not signif-
icantly different for the two groups, it was assumed that
the mean difference between the mean test sccres of the two
age groups was significant and in favor of the younger stu-
dents.

The younger satudents came to the classes with signif-
icantly more knowledge of supervision than the older students

when measured by the Supervisory Judgment Test scores. The

younger students maintained the knowledge gap at the end of
the in-gervice tiaining course.

Rank of students and their test scores, Table 5-2 shows

that the pretest scores of students were closely related to
their ranks.  Patrolmen and detectives together had & mean
pretest score of 13.37, sergeants averaged a pretest score
of 13.94 and the senior officers accumulated a mean pretest
score of 14.49, The pretest scores of the patrolmen and
detectives together were significantly lower than those of
the lieutenants, captains, inspectors, and chiefs. Pretest
scores of the sergeants were not significantly different
from those of the patrolmen and detectives nor were they

unlike those of the senior officers.
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The mean test scores of 16.14, 16.30, and 16.61 respec-
tively for patrolmen and detectives, sergeants; and senior

officers were not significantly different from each other,

£
ble 5-3. Mean Test Scores by Years of Police Service o
Neither were mean gains in test scores very much different Ta 5-3 Students when Taught by Profess.onal Instruc-

tors in Mobile Classrooms Using the Lecture-
from each other, A significant difference in test scores

Discussion Method.
between patrolmen and detectives together and the senior

officers would indicate that the patrolmen learned more in

Pollce Number
class. While it 1s evident by compering the gain in mean Service of Mean Scores
(Years) Students ~ Pretes Tes Galn
scores from pretest to test that the patrolmen and detectlves

together have a higher score (2,77) than the senior officers

‘ ' 1 to 10 122 14,39 16,68 . 2.29
(2.12), the difference in learning as measured by achieve- = :
. 11 to 20 . 257 14,12 16.50  2.38
ment was appreciable but not significant. ’
' 21 and over 62 13.34 15.26 1.92
Years of professional service and test scores. Table

%~-3 serves to show relationships of méan scores to years of

§olice work completed by the student, The mean pretest *¥¥ Mean pretest scores of students with 1-10 years of

¢ police service differed from those with 21 or more
seore of students with 1-10 years of police service was years of police service at the .001 level by

. ' . uncorrelated t-~test.
» gnificantly higher than the mean pretest score of students

: ¥ @Gailn in mean scores of students with 11-20 years of
waih 21 or more years of police service, The mean pretest police service differed from those with 21 or more years
; of police service at the .05 level by uncorrelated t-test.

-t of students with 11-20 years of police service did not .

aer significantly from the mean pretest scores of students

sem the other two groups,

The gain in mean scores from prefest to test between

. . ptudents with 11-20 years of service and those with 21 or

more years of service was significant. Apparently, the

ptudents with fewer years of police service came to the class
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with more knowledge about supervision than their colleagues

who have had more years of police service. In addition,

the students with fever years of police service learned more

in class to widen further the gap between themselves and the

students with seniority in police departments,
Size of polies departments and test scores. Table 5-4

was organized to show the mean score of students relative

to silze of police departments in which they worked. The

rural-urban approach to presenting data would have shown
similar results. The small police departments were located
in the rural areas while the larger departments were located
in the urban and more populated aress,

Mean pretest scores in Table 5<lt showed significant
differences between the three possible combinations of
scores. The mean pretest score for students from small
police départments (12.97) was noticeably lower than those
of medium (14,60) and large (15.86) police departments. There
appeared to be & direct rel&tionshii between the size'of police
department where law enforcement officers worked and their
knowledge of supervision as measured by preteat scores, ILaw
enforcement officers from large police depgrtments nmade
higher mean pretest scores than those from medium and small
departments. Law enforcement officers from medium police
departments made higher mean pretest scores than those from
sméll police departments,
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le 5-4, Mean Test Scores by Size of Police Departments
Table 5 of Students when Taught by Professional
Instructors in Moblle Classrooms Using the
Lesture~Discussion Method.
Number
ggiicgr of Mean Scores -
Department Students Pretes [ Galn
Small « 1 to 50 men 230 12,97 15.47 2.50
Medium ~ 51 to 100 men 100 14.69 16,81 2.12
Large - Over 151 men 111 15.86 17.68 1.82

** Mean pretest scores of students between small and medium,
; medgum and large, and small and large police departments
were significant at least at the .0l level by uncorre-
lated t~test.

** Mean test scores of students between &mall and medium,
" medium and large, and small and large police departments
were significant at least at the ,0l level by uncorre-
lated t-test,

**;Galn in mean scores of students between small and large
police depariments was significant at the 001 level
by uncorrelated t-test,
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Mean test scores for students in each size of police
department were significantly different from the mean test
scores of each of the other two groups of students shown in
Table 5-4,

A gain in mean score of 2.50 for students in small
police departments was significantly higher than the gain
in mean score of 1.82 for students in large departments.
Differences in gain in mean scores between small and medium
and between medium and large police departments were not
significant. .

Law enforcement officers in small police departments
{rural areas) were not as well trained in supervision as
were fellow officers from medium and large police departments
jurban areas), The law enforcement officers from small
1911ce departments learned more about supervislion during

the four-day class than did their fellow officers from the

arge police departments.
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CHAPTER IV
DISCUSSION OF DATA

Types of Discussion

A1l clesses taught by the professional instructors in
the mobile classrcoms using the lecture-discussion method of
teaching, except the Camden I class, showed significant gains
in test scores from pretest to test. The Camden I class was
handicapped in that the power system in the mobile classroom
was not operating satisfactorily at times and; secondly,
excessive public relations activities interfered with teach-
ing and resultant learning. An analysis of the data showed
that professional instructors in mobile classrooms using
the lecture-discussion method of teaching taught the lessons
on supervision veiy well.

The professional instructors did not teach in conven-
tional classrooms. The data gotten from this kind of teaching
situation would have been useful in comparing the influence
of classroom facility upon efficiency of the instructor as
measured by gain in scores from pretest to test.,

The professional instructors used the Edex multi-media
system to a very 1imited extent., The 1imited use of Edex
programmed lesson meterials did not permit the investigator

to appraise its value as 2 supplemental teaching aid to the
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professional instructor.

The professional instructors were compared to the volun-
teer instructors by gains of test scores of students for
each taught. Classes paired on pretest scores and other
variables found to influence gain in test scores were used
to determine differences between instruction by professional
and volunteer instructors. The one class taught by the
volunteer instructors did not show that teaching-learning
took place. The learning experience was so poorly received
by the students that the New Jersey Police Training Commis-
sion was reluctant to schedule additional classes to be
taught by volunteer instructors,

rhe difference between the professional and volunteer
instructors which caused the significant differences in test
scores of the students was attributed primarily to teaching
experlence of the instructors. Other than teaching experi-
ence, both types of instructors had similar backgrounds
including police rank and law enforcement experience., From
this deduction, it would appear that police training instruc-
tors should be educated in the art and science of teaching
and have considerable experience in law enforcement work in
" order to be efficient instructors.

When variables were held constant except for type of
Instructor, the professional instructors were rated higher

than the volunteer instructors by the students they taught.
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The volunteer instructors did not arrive at the classroom

on time to organize lesson materials, they did not generally
present the lessons in an interesting fashlon, and on
occasions, they finished teaching lessons in less than the
time allotted to teach them. The difference between the
professional and volunteer instructors appeared to be the
effliciency of organization end the spproach to teaching.
Students were quick to reflect these characteristics of the
instructor in their attitudes ebout the instructor.

Limited Edex presentations in three classes boosted the
studenta! attitude scores about the professional instructor
above the ratings given to the professional instructor using
the lecture~discussion rethind of teaching. Again, the
increased rating, attributed to Edex, reflected students!
attitude about refinements in the programming of learning
aids and the multi-sensory approach to teaching affected by
the instructor.

Kinds of Classroom Faclilitles

Students were not scheduled for classes in conventional
classrooms &8 requested by the research consultant. The
desire to use the new mobile classrooms at each locatlion was
too strong to overcome. As a result of this deterrent action,
the mobile classrooms were not compared to the conventional
classrooms in terms of test scores (achievement) of students.

An occasion was provided to have a class of students
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rate a conventional classroom and, et a later time, rate a
mobile classroom. The students realized they were being
subjected to experimental conditions. They were, however,
unaware of the experimental variables being studied.

The difference in students' mean attitude scores between
mobile and conventional classroom facilities was significant.
The students were much more favorable to the mobile class-
room than they were to the conventional classroom. Part of
the unusually great difference was attributed to the Hawthorne
effect,

Methods of Teaching

The two methods of teaching discussed are the lecture-
discussion method and the lecture-discussion method which
included a thirty minute programmed presentation, referred
%o as Edex, As is often the case in research, the pilot
project was put into operation before the experimental
mekching materials were fully developed. When the program
e initiated, little time was available to the professional
;L;tfuctors to prepare materials for the programmed Edex
wyntentations,

" The limited Edex presentation was compared to the
szrture-discussion method of teaching from data for two
dets of paired classes.,  While galns in the scores from
pretest to test were significant for all four classes, the

lecture-discussion method showed subgtantial gain over the
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limited Edex presentations,

It may well be that bﬁth the instructors and the students
were so involved in the proéesses of the man-machine presen-
tation that the teaching-iearning aspects of the lesson were
relegated to a position of lesser importance. It would appear
that students learned about the process rather than about
the lesson, "Techniques of Reprimanding." The novelty of
the Edex presentations would have diminished had subsequent
programmed lessons been used.

The result of the effort.to compare the relative effec-
tiveness of the Edex presentation with the lecture-~discussion
method of teaching when measured by gain in test scores
(achievement) of students appeared to favor the lecture-
discusslon method, However, it was concluded that the limited
use of Edex was not sufficient to make a Justiflable compari-
son of the two methods of teaching.

As discussed earlier in this Chapier, the limited Edex
presentation did favorably change the students' attitude on
the rating of teaching aide (methods of teaching)}. The
change in favor of Edex was rather sizeable but not sufficient
to be statistically significant,

| Economic Feasibility of the Mobile Classroom

The cost of the mobile classroom was $27.60 per square
foot of floor space compared to the cost of public school

classrooms which avéraged $20.00 per square foot of floor
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space., The figures included classroom furniture in both cases

An additional cost was assoclated with the mobile class-
room to move the facility from one location to another, An
additional cost was associated with the conventional class-
room to purchase land on which to place the building. It
was estimated that the conventional facility would be useful
as a classroom more thén twice the number of years estimated
for the mobile facility. '

In comparing the mobile classroom to the public school
classroom on construction costs per square foot and years of
anticipated usefulness, the conventional classroom offered
the better bargain. Other factors as well, however, must be
taken into consideration in justifying the economic feasi-
bility of the mobile classroom faciliéies.

The two mobile classrooms substituted for antiquated
facilitlies which were available throughout the State but
wholly inedequate; they substituted f'or modern regional
classrooms which were projected into the plans of the future
but were not constructed at the time of the study. The
attractive mobile classrooms were the interim answer to
raising the morale of the law enforcement. officers and,
supposedly, to enhancing learning in the classaroom.

The tralning needs of the small police departments were
met &5 adequately as those of the large departments during

the atudy primarily because the classrooms were mobile and,
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therefore, avallable to rural areas., Large police depart-
ments were more likely than small ones to have adequate
classrooms and appropriate teaching aids. Since the mobile
classrooms were utilized to update more law enforcement
officers than would be probable in a permanent type of con-
ventional classroom, the cost was important only in terms of
benefits accrued from the lnvestment.

The mobile classroom shortened the distance the student
had to travel to class, Prior to the inception of the moblle
classroom it was common practice that students commute long
distances to be taught. Both the potentisl students and
their administrative officers were more willing to support
attendance to classes which were held closer to home.

Each mobile cléssroom was used four days per week during
the duration of the study. It was liKely that modern con-
ventional classrooms scattered throughout the State would
not have been used as many days per week nor would they
have been as well eguipped with teaching alds. It was con-
servatively estimated that carefully planned schedﬁling
would possibly meke mobile classrooms as busy as ten or
more conventional classrooms attached to police departments
in rural areas, The efficiency of the mobile classroom was
releted directly to its schedule of classes which in turn
was influenced by mobility of the unit.

While the first cost of the mobile classroom did not
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compare favorably with that of the conventional classroom,
‘initial cost was only a part of the answer on economic feasi-
bility. When training & small number of people who inhabit

& large area and they have need for short courses once or
twlce per year only, econocmic feasibility of a classroom might
hetter be measured in terms of utility rather than cost per
square foot of floor space, Less expensive clessrooms which
eére not used constantly are far more costly than expensive
classrooms which are used continuously.

Other Related Factors

Ages.gf students and their test scores. Students twenty-

one to forty years of age made significantly better pretest
scores than students forty-one yeara';f age and over, It was
‘the younger group of men who were preparing for positions in
administration and supervision in the law enforcement offices
«f New Jersey. The higher pretest scores of the younger
*dents were evidence that they had taken other training
‘fMtseB or were upgrading themselves by some other means.

» Gain in mean scores from pretest to test were about the
ams for both age groups., Both age groups learned equally well
;nAthe in-service training class,

If the younger students began the in-service class with
& better understanding of supervision than the older students
and 1f they learned equally as well as the older students,
it follows that they completed the in-Bervice course well ahead
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of their older classmates. The instruction, however, was
equally efficient'for both age groups. The older students

were taught just as much as the younger students and vice versa.
This study would confirm the fact that age of student is not

& useful criterion for selecting students for classes in super-
vision if the outcomes are measured in efficiency in learning.

Rank of students and their test scores, Patrolmen and

detectives began class with less knowledge about supervision
of police personnel than lieutenants, captains,. inspectors,
and chiefs. The position of patrolman and detective did not
require competency in the area of supervision. There was

no need for them to become knowledgesble in the subject matter
area,

Sergeants! pretest scores ranked between those of the
patrolmen and detective and the senior officers, Knowledge
of supervision was closely associated with rank. Higher rank-
ing officers were promoted because of their knowledge of super-
vision or personnel or because they learned about supervision
of personnel to attain the promotion. It was not determined
which was cause and which was effect,

Lieutenants, cdptains, inspectori, ai.d chiefs, by virtue
of their leadership positions, were expected to start class
with & better understanding of supervision of policz personnel
than the lower ranking officers. As shown in the data, the

expectation was not unfounded.
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It was interesting to note that there was no significant
difference in test scores between or among the ranks of police~
men. The patrolmen and detectives began the course at a lower
1eve1, had more to learn, and actually learned more during
the four-day course than the higher ranking ciaesmatee. The
exceptionally high geln in scores from pretest to test may be
partially accounted for in three ways s (1) Since the patrol-
men and detectives started the course wiﬁh less knowledge about
the subject, they had more to learn, (2) Assignment to the
coure on supervision msy have been a hint to the lower rank-
ing policemen of an interest in preparing them for more respon-
sibility resulting in higher rank, and (3) The higher scores
from pretest to test of the patrolmen and detectives may have
resulted from placing them in a learning environment with
senior lew enforcement officers. Whatever the motibation, the
patrolmen end detectives perceived themselves to be in a posi-
tion which required that they do extremely well in the course.

From what has beep learned it can be reported that law
enforcement officers, regardless’ of rank or the supervisory
responsibilities the rank implies, should be given the oppor-
tunity to pursue coursework in police supervision when properly

motivated,

Yearsg of professional service and test scores. Law

enforcement officers with one to ten years of professional

pollece service were, indeed, much more knowledgeable about

= 1
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supervision of personnel than law enforcement officers with
twenty-one or more years of professional pollice service.
Apparentliy fhe men with the least amount of service were
studying on their own or in scheduled classes working for
advancement in the profession while the men with twenty-one
or more years of service were more complacent either because
of retirement nearing or because they had reached the top
rung of the law enforcement 1addef in their respective depart-
ments. ' k

The figures in Table 5-3 show that it is most efficient
to teach students with eleven to twenty years of police ser-

vice. Students with one to ten years of police Bervice were

almost as efficient as the previously mentioned group. Stu-
dents with twenty-one or more years of police service, even
though they were less knowledgeable when the class was begun,
learned less than thelr fellow officers, Apparently ability
or motivation, or both, were lacking among the students with
the most police service senlority.

Size of police departments and test scores. Students

from large police departments were better informed on super-
vision than students from medium-sized departments and they
were much better informed than students from small departments
at the time they began class for this study. The mean pretest
score for students from large departments was greater than

the test score for students from small departments. In other
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words, students from large departments exhiblted more knowledge
about supervision before they began the course than Btudénts
from small departments exhibited after they completed the
course.,

The range in pretest scores of students from large to
small departments would prompt the following suggestion for
scheduling students for classes: It would be practical and
efficient to schedule students for courses or classes using
the size of the police department as a criterion measure.
This kind of homogeneous grouping would be beneficial to the
students and instructors.

As police departments grow from small to medium or from
medium to large, supervision becomes increasingly important.
Previous to this study, classes in supervision were conducted
for policemen in large départments. The fewer men in the
small departments limited the kind and number of in-service
training programs they had an opportunity to attend. Pretest
rogults attest to the above {raining situations.

. Law enforcement officers from small departments were
fiﬂﬂble of mastering the materials taught in the class on
 uparv1a1on. The students from small police departments gained
‘are knowledge in the course than students from medium-gized
or large police departments. This was accounted for by the
fact that they started the course with limited knowledge of

supervision as ceompared with the students from medium-sized
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and large departments. ‘
Small police departments in the rural areas’ were fertile
grounds for the recruitment and training of students. It
standardization of personnel is important in the State, law
enforcement officers from small police departments were in
greater need of in-service training than fellow officers from

the larger departments.
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CHAPTER V
SUMMARY AND CONCLUSIONS

Learning environment is an important factor if a course
in police supervision is to be taught effectively. Types of
instructors, kinds of classroom facilities, and methods of
teaching, among other considerations, have definite effects
upon outcomes measured in student knowledge gained or change
in student attitude. Adequate lesson plans, sufficient
resource materials, and variety in teaching can improve and
enhance the teaching-learning process. Such student variables
as age, police rank, years of professional law enforcement
service, and size of police departments in which students work
should be considered when selecting students for class and
again when appraising results of the teacﬁing~learniﬂg process,

Statement of the Problem

A purp?gg of this gtudy was to measure the comparative
effec§%?$£e§5; T two types of instructors, two kinds of class-
rooms;¥;§§§%;o methods of teaching used to train New Jersey
policemen in basic supervision skills. Volunteer and profes-~
sional instructors were used; conventional and moblle class-
rooms were proposed to study learning facilities, and thé

lecture~-discussion and the multi-media methods of teaching
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were utilized in presenting the lessons. A second purpose
of this atudy was to assess attitude (opinion) of students
about the two types of lnstructors, the two kinds of class-
room facilitles, and the two methods of teaching used to
train New Jersey policemen in baslc supervision skills.

A third purpose of this study was to compare the mobile
classroom facility to the conventional classroom in terms of
egonomic feasibility.

The major objectives set forth for this study were as

%

follows:
1. To compare the relative effectivenesg of the: )
"a. professional police instructor teams to the
volunteer instructor corps when measured by
gain in test scores {achievement) of students.

b. mobile classrooms to the conventional class~
rooms when measured by gain in test sccres
(achievement) of students,

¢.  Edex multi-medis method to the lecture-dis-
cussion method of teaching when measured by
gein in test scores (achievement) of students.

2. To assess attitude (opinion) about the:

a, professional police instructor teams and the
volunteer instructor corps when measured by
scores provided by students.

b, mobile and conventional classrooms when measured

by 3cores. provided by students.



¢. Edex multi-media method and the lecture-discus-
sion method of teaching when measgured by scores
provided by students. '
3. To compare the mobile classroom to the conventional
classroom in terms of economic feasibility.
Procedure of the Investigatlon
Professional police iegtructors developed content and

wrote lesson plans for the course of study, Basic Supervision

for the Police Supervisor. Lessons for the four-day course

were written on administrative reporting, making decisions,
giving orders, reprimands, elements of progressive leadership,
group dynamics, authority and influence of the police leader,
police ethics, and human behavior, In addition to the con-
ventional course of study, & one-half hour multi-media pre-

sentation, "Techniques of Reprime&nding," was written and used

. a8 a teaching aiq near the end of the training program.

A paper and pencil test for evaluating effectiveness of
. %#arning was prepared by the professional instructors who
wrgehlized and wrote the course, Thirty~four multiple choice,
'1§gationa1 type questions were subJjected to a pilot study.
in item analysls revealed twenty-three guestions which did
wiscriminate, The twenty-three questions were seqguenced into

the Supervisory Judgment Teat, a criterion measure for deter-

mining effectliveness of learning. The test was administered

to. students before they received instructlon and again at the
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end of the four-day training session. Administration of the
test was supervised by the research consultant, Rutgers -
The State University.

Eighty-four statements were accumulated for the purpose
of developing an attitude measuring instrument about instruc-
tion, classroom facilities, and teaching aids. An attitude
seale with five cholces was provided to rate the positively
and negatively written statements, Usefulness of statements
was determined from results obtained in & pilot study. The
ten statements with the highest t-values in each of the cate~
gories, instruction, classroom facilities, and teaching alds,
vere used to develop the Student Opinionnaire which was
administered to each student near the end of the training

session, Adminlstration of the Student Opinionnaire was super-

viged by the research consultant, Rutgers - The State Univer-
sity. An anonymous rating supposedly encouraged the students
to express their truthful opinions about the prescribed aspects
of the program. ’

Professional and volunteer instructors were employed to
teach the course in the experimental training program. The
professional instructors were experienced policemen‘trained
to teach.  The volunteer instructors were dedicated law enforce-
ment officers with considerable police experlence but they
lacked teaching experience and training. Both the professional

and volunteer instructors were provided with the prepared
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teaching materials and they taught in the moblle classroom
facilities,

Students were assigned to mobile classrooms furnished to
accommodate a class of thirty students and two instructors.
The modern mobile classrooms were equipped with educational
hardware to program presentations and to aid the instructor
in appraising his on-going presentation through constant
electronic, feedback from students. The mobile classrooms
proved so attractive that students were not asgigned to con-
ventional classrooms except during emergency situations. As
2 result, data collected on the conventional clasaroom were
sevérely limited.

Students in the study were not a random sample of the
New Jersey police population, They were policemen interested
in supervision who were recommended by their superiors for
enrollment in the course, Students were scheduled for train-
ing by the New Jersey Police Training Commission. Student
variables identified and studied were age, police rank, and
years of police service, Records were kept on the geographical
location of the class and the size of police department in
which the students worked as law enforcement officers.

The collection of data was supervised by the research
consultant, Rutgers - The State Univeraity. The Supervisory
Judgment Test was administered to all studénts enrolled in

the course as a pretest and later as a test, The Student
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Opinionnaire was administered to all students in the course
near the end of the training period. Answer sheets and
rating sheets were identified by the students' birthdates
rather then their names, Additional data were furnished by
the instructors and the New Jersey Police Training Commission.

The Supervisory Judgment Pretests and Tesis were scored

for correct answers. Likewise, the statements on the Student
Opinjonnaire were scored gn attitude about instruction, class-
room facllitles, and teaching aids. Pretest, test, and
attitude scores were recorded along with other pertinent data
for each student and for each class. The t-test between
mean fcores was used to determine statistical significance.
Summary

Most of the experimental classes were taught basic
supervision by professional instructors using the lecture-
discussion method of teaching in the mobile classroom. Mean
scores showed statistically significant geins in learning
from pretest to test by the clesses of students, An effec-
tive approach to teaching policemen basic supervision was by
professional instructors using the lecture-discussion method
in mobile classrooms,

Attitude scores for classes of students taught by profes-
sional instructors using the lecture-discussion method of
teaching in mobile classrooms were rather consistent, Instruc-

tion rated highest, the classroom facility rated lowest, and
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the teaching alds rated somewhere between the other two factors that a justifiable comparison of the two methods of teaching

on the attitude scale, could not be made.

Objective la set forth for this study was to compare the nbjective 2a set forth for this study was to assess

relative effectiveness of the professional police instructor attitude (opinion) about the professional police instructor

teams to the volunteer instructors corps when measured by teams and the volunteer instructor corps when measured by

gain in test scores (achievement) of students. Student achieve- scores provided by students. Professional police instructor

ment was significantly greater when taught by professiocnal teams were assigned ratings on instruction which were signifi-

instructors then when taught by volunteer instructors. The cantly higher than those assigned to the volunteer instructor

professional police instructors were more effective than the corps. The students preferred professional instructors to

volunteer instructor corps. volunteer instructors, Professional instructors using limited

Objective 1b set forth for this study was to compare the Edex were scored higher than professional instructors using

relative effectiveness of the mobils classrooms to the conven- the lecture-discussion method, but not significantly higher.

tional classrooms when measured by gain in test scores ObJjective 2b set forth for this study was to assess

{achievement) of studenta. Classes were not scheduled in attitude (opinion) about mobile and conventional classrooms

sonventional classrooms. The comparison was not made due when measured by scores provided by students. Mobile class~

o the complete lack of data, room facilities were assigned ratings by students which

Objective 1lc set forth for this study was to compare the were significantly higher than those assigned to the conven-~

~plative effectiveness of the Edex multi-media method to the

)

it ire-discussion method of teaching when measured by gain

tional classroom facilities.

Objective 2¢ set forth for this study was to assess

iv =8t scores (achievement) of students, Limited Edex attitude (opinion) about the Edex multi-media method and

tthirty minutes per c¢lass) plus lecture-discussion was compared the lecture-discussion method of teaching when measured by

*5 the lecture-discussion methods of teaching alone. Classes scores provided by students. - Attitudes about the Edex

of students taught by both methods and by lecture-discussion multi-medis method and the lecture-discussion method by

alone were found to meke significent gains in scores from students, while not significantly different, favored the

pretest to test., The use of Edex was limited to the extent multi-medisa method.
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Objective 3 set forth for this study was to compare the

mobile classroom to the conventional classroom in terms of

economic feasibility.  While the first cost of the mobile

classroom did not compare favorably with that of the conven-
tional classroom, initial cost was only part of the answer

on economic feasibility. Ecohomlic feasibility for a compara-

tively sparse training population might better be measured
in terms of utility rather than cost per square foot of floor
space. It was deduced that less expensive conventional class-
rooms which were not used constantly .were far more costly
than the more expensive mobile classrooms adapted to be used
continuously.

A summary of findings about other factors relative to
the investigation follows:

Students twenty-one to forty years of age made signifi-
cantly better pretest scores than students forty-one years

of age and over, Gain in scores from pretest to test were

about the same for both age groups,

Students who were patrolmen end detectives began the
course with significantly less knowledge about basic super=~
vislon than lisutenants, captains, inspectors, and chiefs,
There were no significant differences between ranks of
pollcemen in test scores,

Students who were law enforcement officers with one to

ten years of police service wereé more knowledgeable about
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baslc supervision than gstudents who were law enfurcement
officers with twenty-one or more years of police service.
Students with eleven to twenty years of police service made
significantly higher gain in test scores than students with
twenty-one or more yeare of police service.

Students from large police departments were better
informed on basic supervision than students from medivm-sized
departments and students from medium-sized departments were
petter informed than students from small departments when
evmluated by the pretest and alsc by the test. Students
from small police departments made significantly greater
gains in scores from pretest to test than students from large
police departments.

Conclusions,

The following were findings of the study:

1. An effective approsch to teaching basic supervision
to policemen wasa by professional instructors using
the lecture-discussion method in the mobile claas-
room.

2, Instruction was rated highest, classroom facilities
were rated loweat and teaching aids were rated
between the other two factors by students taught
by professional inatructors using the lecture~dis-
cussion method of teaching in the mobile classrooms.

3. Student achievement in police supervision when taught
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by professionel instructors was significantly greater
than i% was for students taught by volunteer ingtruc-
tors.

Professional instructors were assigned attitude
ratings on instruction by students which were signif-
icantly higher than those assigned to the volunteer
instructors. |

Mobile classroom facilities were assigned attitude
ratings which were significantly higher than those
assigned to the conventional classroom facilities.
The Edex multi-media @ethod was asslgned attitude
ratings on learning aids which were more favorable
than those assighed to the lecture-discussion

method of teaching.

The initial cost of the mobile classroom did not
compare favorably with that of the conventional
classroom. In terms of utility, the mobile class-
rooms were perceived to be more feasible eaonomi-
cally than a larger number of conventional class-
rooms strategically located in the State.

The younger students began the in-service course

with & significantly better understanding of basic
supervision than the older students, Upon comple-~
tion of the in-service tourse, the younger students

were well ahead of their older classmates in

10,

1.
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knowledge of basic supervision,

Patrolmgn and detectives begen the in-service course
with signiflcantly less knowledge about basic super-
vision than lieutenants, captains, inspectors and
chiefs. Upon completion of the in-service course,
there wag no significant differznce in knowledge
about basic supervision between ranke of policemen.
Btudents with ten or less years of police service
began the course with a significantly better under-
standing of basic supervision than students with
twenty-one or more years of police service. The
students with fewer years of police service acquired
more knowledge about basic supervision during the
course than students with twenty-one or more years
of experience,

Students from large police departments (urban areas)
began and completed the in-service course with a
significantly better understanding of basic super-
vision than students from medium-sized pollce depart-
ments., Students from medium-sized police depart-
ments begen and completed the in-service course
with a significantly better understanding of basic
supervision than students from small departments
(rural areas)., Students from smell departments

(rurai areas) made significantly greater geins in
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learning basic supervision than students from large
departments (urban areas) during the in-service

course,

Recommendatlons

The recommendations made as & result of this study are:

1.

"That further investigation be conducted to com-
pare the relative effeetiveness of the conventional
classroom to that of the mobile classroom.

That further investigation be conducted to compare
the relative effectiveness of Edex multi-media
method to other teaching methods.

That a feasibility study be made relative to
permanent-type classrooms for police training in

New Jersey.

10.
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" APPENDIX A

SUPERVISORY JUDGMENT TEST
FOR THE
BASIC SUPERVISORY COURSE

Directions and Instructlions
You have been given a questlon booklet and an I,B.M. answer
sheet,

The guestion booklet contains 23 multiple choice items,

Examine the booklet, If any of the numerical sequence is
missing, notify the consultant. .

¥You are requested not to ask questions or get help from any
person, nor use any book or other source of informzstion,

Mark the answer sheet, not the booklet., Return the booklet
to the consultant with your answer sheet.

Do not sign the answer sheet.

Write on answer sheet: Booklet Number, Date of Test, Place
of Test, and Date of Birth,

You have been given a sheet with answers lndicated by the
letters A-B-~D~E, Pick the answer you think is correct
and blacken between the parallel lines of the corresponding
letter of fhat numbered question on the answer sheet. Only
right ansvers will be scored, Therz is no penalty for
Wrong answers,

Thi= Lest 1s for research purposez only.

Maximum time - One ‘Hour

ON SIGNAL FROM CONSULTANT, BEQIN TEST.
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1. A sergeant believes he has more ablility than his men, He
likes to attend to details and he feels that the place could

not run without him, He complaing of overwork. His men g3y
that he is hard to get along with, Which of the following

actiony would it be most desirable for the sergeant!s super-~
ior to take?

A

B.
CC

D.
EQ

Transfer the sergeant to a position where he would have
more officera under him so that he could spend less

time on details,

Tell the sergeant that a unit which depends on the
abllity of one man 1s not soundly organized,

Suggest to the nergeant that if he delegates more author-
1ty to his men the job will g0 more smoothly.

Tell the sergeant to change his point of view,

Assign an assistant to the sergeant,

2. Which of the following results iz most 1likely to oceur
through faflure of a police supervigor to consult his men
before deciding on polieies which affect their work?

aA.

The policier adopted are not as likely to meet the needs
of the department as those developed after consultation
with his men,

Frequent changes in policy will be necessary,

Policies will have to be put in writing,

The superiors of the supervisor may adopt g practice of
N0t consulting him when developing policies that affect
his work,

Policies may hot be carried cut as well ag they would
have been if subordinates had been consulted,

3. Of the following practices that might determine the effec~
tiveness of a supervisor in promoting high working morale,
the least important is the extent to which he

knows what to include in written procedures
criticizes congtructively

avolds favoritism

actively dispels rumor

is available to subordinstes when they wish to speak
%0 him

Quentions (4) and (5) give examples of officers' actions that
i may cause a problem for a police supervisor, Below are listed

five possible actions that the supervisor might take,

For each

question decide which one of the following five answers, A,B,¢C,
D, and E, represents the best answer,

i73

. e action indicates a posgible unwillingness to comply

4 ggthaessential working discipline; the supervisor should
correch it, :

B. The action indicates that the methods.or techniques of
the supervisor are poesibly at faulb; the supervisor
should attempt to change gistzwn approach as a first
step in correcting the situation,

C. Thepaction indicates a failure on the part of the offi-
cer to comply with working discipline; the matier is g
relatively unimportant, The supervisor should disregar
the action if it occurs once or twice but should take

. 2teps to correct it if it happens frequently.

D, The action is either normal under the clrcumstances
described, or is such that it does not interfere ser: )
lously with the efficlency of the unit, The eupervigot
may wisely overlook it entirely or if he should attemp
to correct 1t, he should use indirect methods over a
long period of time rather than take immediate action,

E, None of the above.

- ) an_
A supervisor noticeg, a8 week after he has issued a memor
dum calling attentioﬁ to poor patrol procedures, that there
Has not been improvement,

A supervisor substibutes a system of different rest periods
for gach officer to take the place of a uniform rest period
for the unit; the men eve openly disgruntled and efficiency
suffers, : -

0f the following utatements, which one would be least
desirabie for agsuperior to'use in encouraging his men to
learn all they can about their job?

A, The best suggestions for improved work methods come Lrom
men who have a good fund of knowledge.

B. A minimum of five years of in-gervice training is neces-
sary to learn all that is required in the job.

C. Increaged job knowledge wiil lead to better performance,

D. The more an officer knows about his job, the more
interest he i@ likely $o have in his work,

E. ‘The more an officer knows about his job, the more likely
he is to be promoted,

g " to "Save
The change in safety signs from "Drive Carefully

your 11r§ and your family's future.,..drive carefully"
resulted in a large decrease in patrol car accidents., The
most probable reaton for this decieage is that .
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A. the new sign vividly expresged the posgsible conszquences
to the individual officer of dizobeylng the safety rule

B. the men were made %o understand that their patiol car
may be involved. in an accident

C. the wording of the second sign is based on the kind of
language that the officere use

D.  the longer sign recelved more attention because it toolc
longer to read

E. change in sign indicates an. intereat on the part of the
department in improving safety

A new method for reporting on departmental operations is
being explained to a group of police supervisors, O0Of the
following techniques, the one which will probably be most
helpful in securing their cooperation in preparing the
reports properly 1s

A. emphasizing the fact that the ieports have the ultimate
goal of increasing efficlency.

B. 1issuing sample sets of report forms to each supervisor,

C. reading and endorsement of a similar reporting system
by police administrators from a department which has
used the system for a number of years. .

D. demonstrating how the reportz can help them plan their
owWn work

. explaining how the separate reports will be summarized

to show efficiency of the whole division

Which one of the following methods would probably be most

successful in preventing rumore which have been spreading
through a division?

A. See that the actual facts are made known to all
officers,

B. Trace the rumors to thelr source.

C. Discuse with officers the harm done by spreading rumors.

D. See that all leaks of information are stopped.

E. Tell the facts to anyone who comes to the supervisor
with a rumor,

0f the following observations on the effects of noise on
efficlent operations in a congested desk area in a busy
precinct, the one that best justifies a careful selection
of officers for desk duty in this. nolsy area 1s that

A. nolsge reduces the speed, rather than the accuracy, ol
operation.

B. nolsge has 2 more adverse effect on accuracy of work
than on speed of operation.
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: fficiéncy
. infividuals differ greatly in how much their e
¢ ig diminished because of fatigue due to noise. s
D. nolse is a constant influence which cannot be eliminated.
E. the simpler the mental task involved, the less nolee
interfers with operation.

ant
uestion {11) is based on the following paragraph, Sergean
?ones obsgrvld that some of his men had formed the habit of
coming in to begin their tour of duty with thelr uniforms
wrinkied and dirty, shoes unshined, equipment dirty, and some
unshaven. He called all of the men together and explained thg g
need for good personal appearance and clean eqguipment. He adde
that deliberate violations in the future would bring a suspen-
sion of at leant two days. The following day Officer Brown came
in to work with s disheveled appearance, Sergeant Jones noged
his appearance and knew that other officers had also notice .
the violation. Officer Brown was a good cep and an excellgg
worker. Sergeant Jones approached Officer Brown and told him
that he was suspended for two days starting immediately.

11. In which one of the following ways did Sergeant Jones chiefly
show himself to be a poor supervisor?

A. The penalty he imposed was not severe enough for an
offense following so cloeelylgn the warning.

B. He imposed too severe a penalty.

C. He dign't give the of'ficers time to preak the bad habit.

D. He hurt the morale of the unit by the suspension of an
excellent worker, .

E. He jumped to the conclusion that the officer was will-
fully disobedilent.

1y be
12. Which one of the following statements would probab
most important to keep in mind when training recrults?

A. The desire to learn is an important factor in learning
at any age.

B. Time necgseary to learn varies directly with age.

C. Different types of training materlals are needed for
teaching older officers.

D. older officers do not learn new physical skills so well
as younger officers,

E. 01dir o%ficers take longer to learn but remember what
they learn longer,

13. Which of the following statementz concerning a training
program for new recruits is most accurate?
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4.

15.

A, g gri%nén% cgurszifor new recruits should include
elalled instruction on everything that an of ]
B go know on his job. & officer need
» Once a plan for training has been set up it should be
followed without change in order to prevent diarsptionq.
C. If a training program for new recruits is used, the
efficiency of departmental operations is increased,
D. Working with other officers and observing their methods

is usually the best method for breaking-in & new recruit,

E. Training is usually most efficient if the q
sessions iz not more than ten, pumber o1

The chief, while showing a visitor around his d
8aw an officer polishing his shoes, He called §§§r§§§2§ént
oxer, criticized him for allowing the officer to polish his
shoes durln% working hours, and told him to give the offi-
Eer a good "dressing-down" belore the group. For the next
"Swigays, whenever he gaw the gergeant, he asked how the
tzp and polish club” was getting on., The one sound prac-
ce followed by the chief was that he

A. had the sergeant handle the mat
to the officer himseif ver instead of speaking

B. s
; gggzﬁgeggg vlsitor that the department did not tolerate
. ealt with the situation immediatel,
D. told the sergeant to criticize the :
officer in fr
the group as a warning to all of them ont of

E. continued to remind the sergeant
a popgasd be vem & of the situation over

A certain Sergeant frequently comes to his s
8 superior with
gueigigna on provlems which the guperior feelg the supervisor
iggprobgbgs igéebtotanswe§ himself. Which of the following
) est way for the superi
to stop asking for too much help? perdor ©o get the Sergeant

A,  Answer the Sergeant's
questions in very great detail.
B. g’gi; ggedizgggant thattfrom now on he will be availabhle
UgE suggeste

. ooy io d himself.gg d solutions; not to provide

» Ask the Sergeant question L

the probions throggh. s which will help him to thini:

D. ' Adopt a cold and formal manner with the Sergeant,

E: Tell the Sergeant that he N ;
oat for himseit.~ ought to learn to work thingse

16,

7.

18,

19.
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Which of the following is the best reason for use of check
1ists by police supervisors in acquainting new officers with
an organization? The check list is a means of being sure
that new officers

A. are given all the information that they should have

B. are not told the same thing more than once

C, realize that their interests are being looked after
systematically

D, are made to feel an important part of the department

E. understand why information is being given to them

In order to secure maximum efficiency and productivity from
a group of officers engaged in tasks in which each officerfs
efficlency cannot be measured adequately, it would be most
desirable for the supervisor to

A, offer special privileges in exchange f{or cooperation

B. frequently pralse each officer, regardless of his
efficiency, as a means of improving morale

C. wassign each officer slightly more work than he can
accomplish at peak efficlency

D. arouse in each officer an interest in his duties

L. 8ee that each officer 48 on the jJob when he is supposed
to be and is devoting full attention to his work

Of the following, which 1s most lmportent for a police
supervisor to make clear in assigning a special task to a
group of officers?

A. Whether the job will be inspected by someone outside
the division

B, The 1likihood that similar assignmente %will occur again

C, The reasons why other officers were not asked to do the
Job

D. The estimated time it will take them to complete the
Job

’E. What part of the job is to be done by each officer

Sergeant Smith was promoted to his job over aeveral patroi-
men of greater seniority., Which one of the following steps
would be best for him to take in order to establish good
personal relations with all of the patrolmen?

A. Make the most senior patrolman as assistant,

B. Delegate to the sgenior officers certain of his super-
‘visory responsibilities,

C, Make it plain to all the officers that he insistas on
having their full cooperation,
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20.

21.

'

D. Treat the senlor officers as he does the other officers,
but confer with them on mattexrs in which they are expert.

%, Call the senior officers sside to explain that he did
not know they were in line for the Job and request their
cooperation.

23.

"The best public relationsg program for a police department

is for 1t to promote day-by-day, month-by-month satisfactory

public contacts."™ This statement is generally

A, false; 1%t does not take into account the influence of
present day public relations techniques.

B. true; the police are judged mainly by their regular
contacts with the public.

C, false; the efficlency of a Police agency ls being Jjudged
to an increasing degree by "cases cleared" indexes.

D. true; the efficiency of a department's law enforcement
methods determines the publicisz attitude towards the
police.

E, false; funds are not avallable for this type of opera-
tion,

The relationship between the Police Department and the pregs

1s a two-way relationship, because the press 1is not only a

medium through which the department releases information to

the public but the press aiso

A. can teach the department good public reliations.

B. 18 as interested as the department in gaining public
support for the department program,

C. provides the basis for community cooperation with the
department.

D. reflects public opinion, thereby making the department
aware of public opinion,

E. releases such information from an opposing viewpoint,

An irate store owner complaing violently and abusively to

the desk officer that two patrolmen caused unnecessary

damage to his property while pursuing a criminal, Of the
following, the most desfirable actlon for the officer to

take first is to

A. make an appointment for an interview between the store
owner and the patrolmen involved,

B. warn the store owner to cease his violent language and
to send a formal complaint to“the precinct commander,

C. allaw the store owner to finish and then attempt to
explaln the reasons for the patrolmen'!s acticns,

(] A
® o o o @

D.

E.
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permit the store owner to finish and then state that
the patrolmen were only doing their duty.

advise him to list his damages and send a claim to
headquarters.

"In the early days of police departments, the good c¢itlzens
o% tge cummugity felt a sincere alliance with the police

against thieves and outlaws
in an urban community, such
often diminished.”

Al

who preyed upcn them. Today,
feelings of alliance have too
This tendency has arisen chiefly becauze

effective police work during the past has practlcally
eliminated the need for public cooperation in law en-
fonrcement. '

police have assumed many duties of a minor regulagory
nzture.

police work is
group.

strong social disapproval of criminal elements of
society no longer exlsts.
The criminal element can no

concerned primarily with e small outlaw

longer be easily identified.
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APPENDIX B

Rutgers - The State University
Student Opinion Questionnaire

Attitude About Facilitles, Instruction, and Teaching Aids
in the New Jersey pPollce Training Commission
Educational Program :

This is a study of attitude about the training program you
just completed. On the following pages are statements about
which you are asked to express an opinion. The purpose of this
request 18 to learn strengths and wealnesses about this program
80 that future programs can be improved,

This is not an examination, There are no correct or incor-
rect answers to these statements. It is simply your feelings
about certain aspects of the training program just finished.

Your completed questionnaire will be collected by a Rutgers!
researcher or a member of your class, For personal reasons it
will not be made available to personnel of the New Jersey Police
Training Commission,

An honest appraisal for each statement is solicited. Feel
free to strongly agree, agree, remain uncertain, disagree or
strongly disagree with each statement in the opinionnaire,
Please mark an (X) in one of the five designated columns follou-
ing each atatement to denote your opinion,

Thank you,

Dr. Charles C, Drawbaugh
Associate Professor of Education
Rutgers - The State University
10 Seminary Place

New Brunswick, New Jersey 08903
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Final Narrativa Report
Police Management Institute
Grant No. 053

Conducted by
Institute of Government
University of North Carolina
Chapel Hill, North Carolina

Norinau E, Parirenke
Project Direcior

PREGERING PAGE BLAHK
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Being a police aofficer today is a much higger and more complex job than
it was forty years ago, BEnormous ciifnges have taken place 1o the world since
1925, The pressures of population are being felt. A social revolution has
taken place in ¢ o past five years., Standards of morality have changed.

Now drugs~-soma destructive, some thergpsutic--have been discovered. New
understanding has been reached about human behavior and motivation, A new
concern for the preservation of basic human frewdoms bas bsen demonstrated
in recent Supreme Court decisiona. The public ia nsaly’ awere of the wide-
spread implication of any social 111 on all aspsots of soclety, and it is
awara of the advances in scciology, psychiatry, medicine, and public admin-
istration that can he applied to alleviating some socis) problems, It has
8130 coms to expscht that the police establishment will have sufficienty depth
and bachgru;nd that it can cooperate effactively and efficiently with thasae
other forces at work in this half of the century,

All of these changes mean that the demands made upon a good police officer
in terms of the problems with which he must dssl and techniques that he ia
expacted to apply are greater than ever before. In particular, they mean
that a great deal more in terms of goneral ability, breadth of background,
and skills of organization and psrsonnel administration is required of tha
top level of polica management, bacausa 1t is from thiz level thet new ideas
and attitudes will be transmitted to the rest of the pollce organizabtion and
the force organized into its grealest efficiency and effectiveness, A police
executive needs to have the same depth in adminigtrative skill as any other
profegsional,

‘The davelopment of schools of police administraetion within many junior
collegea, colleges, and universitiss is a result of this fact, and well-trained

man from these schools are now placed in police agencles all over the country.
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At the sams time, very often chiefs of police and command and super-
visory personnel have been promoted from the zanke, They havo neither tlie
time nor the inclination (considering theiy ages and poarsonal respousibilitiaes)

to pursue academic degrees. Nevertheless » they are ablse, intelligent, con-
sclentious man who recognize the advantages that professional police training,
particularly in administration, can bring to their work, it
With these men ‘and the cities they serve in mind, the Institute of
Government of the University of North Carolins at Chapsl Hill recently cbtained
a grant from the 0ffice of Law Enforcement Assistance of the Department of
Justice to finance a specially devised short course in Advanced Police Man-
agement., The enrollmsut in this courss was limited to municipal ]:nw enforce~
ment administrators of Nerth Carolina from cities with populations ransing
from 15,000 %0 200,000, Twenty-six invited police command officers partici-
pated. They represented approximately 100 years of experience in municipal
police cperations, '
The Institute of Governmentls extensive previous experience with shor:
#ourses of a functional nature has indicated that they are most effective
“xan broken up into short, intermittent instructional sessimns with periodic
s¢5urns to the nomal job, This allows the student sufficient tine to
~oniete varlous assignasnts and to do the required readings, For this reagon
4 Poulice Management Inatitute was scheduled in five Yzar-day sessions--ong
3¢k month from November, ;966, through March, 1967, iIn all, 120 hours of
»sdssroom instiruction were given, plus numsrous outside assignments of both
ssading and actual problem solving,
Ths curriculum wes designed to: Progent concisely and in a Form wseful
to the students the theory and application of a wide variety of administrative
techniques snd skills. Soms of the materizl they ‘already had some acquaintance
with, but mush wes new, and a spacial effort was made 46 relate these skills
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to the achievement of the goals that had been set for their specific police
orgenizations, The daily schedule was organized according to the material
to be covered, with tims allowed for discussion, review, and summation. A
general listing of the subjects included will give an indication of the scope
of tha progrem, The five four~day sesslons were divided into six basic
admimigtrative functions, They weres
1, Management and Organization--The ability to recognize and correct
weaknesses of the organizational structure, This section included
the formal organizational structure, the chain of command, the
principles of organization, dividing operational and managerial work,

the staff line oocept, position analysis, special organizational ’
forms, and the delegation of responsibility and authority.

2.. Personnel Adminigtration--Puilding an efficient end well-adjusted
work farce, This section included human faotors in organization
and personnel sslection, the application of psychological teating
for selection and promotion, training programs including training
problems peculiar to the law enforcement agency, evaluation and
renagement appraissl, determining and meeting management objectives,
measuring work effectiveness and organizational performance, human
relations and management, and morale and motivation as it pertains
‘to the law enforcement organization,

3. Community Reletions--Building puwblic understanding of police activities
and proE%ems. THS section included the public relations and com-
mmity relations function of the police administrator as it applies
to the complex socisty he faces daily.

L. Administrative Practices--The ability to work with and through associates
in"a W5 Tange of situations. This section consisted of the nature
of organizational planning, the basic management functions, manugerial
decislon making, policy making, measuring the effectizeness of law
enforcemant operatlons, the administration of records and cffice
management, budgeting, manpower allocation, and future needs and long-
range planning for the law enforcement agency.

S %v‘i_.x%.r__rd.ca of Administration--The ability to develop communicatim,
eadership, a Tectlon within the law enforcement agency and
between the agency and the commnity in which it serves. This gection
included the process of direction, the role of the leadsr, authority
and influence, group dynamlics and supervision, communication within
the organization, discipline, and the utilization of voluntary control
systems,

Bs . Control--Assuring the success of plans by gathering the information
Vital To decision making. This section consisted of the basic elements
and function of control systems, the inspectional process, performance
evaluation, planning and research for the future, and computer appli-
cation and data processing for the law enforcement administrator.
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A curriculum of this breadth obviously needed a faculty of equal
breadth, The nucleus of this Staft' came from the Institute of Government!a
regular faculty, who provide training and instruction for officials in nearly
all areas of both gtate and local government in the Stato of North Carolina.
The author, whose fleld at the Instituts is police administration, was the
project coordinator., Dr. Donald Hayman ard 5L, S, Kenneth Howard, in per-
sonnel administration and public administration respectively, completed the
Institute cadre. For the remainder of the faoulty, heavy reliance was
placed upon distinquished consultants from many areas, The consultant

lecturers were:

John Ingersoli
Chief of Police
Charlotte, North Carolina

Ix, Robert Rehder
School of Business
Uni7arsity of North Carolina at Chapel Hill

William Wintors
Chief of Police
Chula Vista; California

Mr, John Klotter

Southern Police Inatitute
The Univeraity of Louisville
Louiaville, Kentucky

Nr. Ray Dahl

Southerm Polics Institute
University of Leuisville
Louisville, Kentucky

Mr, Richard Galhoon
School of Business
Undiversity of North Carolina at Chapel Hill

Mr, Harold Baragy
(formerly of the International Association of Chiefs of Police)
Admimistrative Assistant to the Director of Public Safety
in Miami-Dade Florida
Hieml, Florida

Lieuterant Ed Swing

Director, Planning and Ressarch Division
Greensboro Police Department

Grgensboro, Horth Carolina

Mr. Hugh Donnelly

Anaiatgnt Director of the Flanning and Research Division
St, Louis Metropolitan Police Department

St, Louis, Missouri

Dr, A. G, Cermam

Department of Criminology

california State College at Long Beach
Long Beach, California

Ir. Elmer Oettinger of the
Institute of Government Staff

Mr. Richard McMahon of the
Institute of Government Staff

Mr, linwood Savage
Internationsl Business Machines
Raleigh, North Carolina

Mr, Richard McDonell
1BM Director in Charge of Law Enforcement Activities
oakland, California

Dr. William Edgerton

Department of Community Peychiatry

School of Mesdicine

University of North Carolina at Chapel Hill

Mr, Quinn Tamm
Executive Director
International Association of Chiefs of Police

Washington, D. C.

[The constltants! lectures were taped and will soon be edited and published

as & book of readings by the Institute of Government, }

Those who chose the textbooks for the course belisved that the desired

special erphasis on management would not be found in traditional police
materials, and textbooks were therefore solected from outside the police
field. The two basic works supplies to the students were Managements A

Book of Readings by Harold Koontz and Cyril O!Donnell (Mow York: McOraw-Hill,

196)) and Parkinsonls law. ' Materials including various case studies and

191
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case problems were also furnished the class, Tha students wereé required not
only to complate the assignod readings but alze to vae the roodings 3k con-
Junction with thelir experience in reference to the case problers and studies
in the application of a professional approach to inherent organizational
problens,

The Ingtitute staff felt that it could not evaluate this program, and
that two separate judgments would be most meaningful in an over-all assess-
meat of whether the ocbJectives of the Police Management Institute had been
achieved. Two independent evaluations were. therefore requested, The first
is being mads by Dr, Claude George, Adsociate Dean of the School of Business
of the University of North Carolina at Chapel Hill; an expert in management
with no police affiliation was purposely sought so that results could be
correlated purely in terms of management, with no consideratien of particu-
Jar principles of police administration. The seccrid evaluation is veing con-
ducted by the International Assccistion of Chiafs of Police in Weshington,
De C» The IACP has undertaken a study, based on questionnaires sent to the
Institute partiocipsnts, to detormine (1) the degree of correlation betwesr
s theory and application of principlss taught during the Institute and
%ir actual organizationsl problems, and (2) if thers is carrelation, how
44y nse these principles in their own offices,

© Nr. Quinh Tamm, Pxecutive Diracter of the IACP, spoke at the Polica
,mgvmn‘o Institutels comencement, He pointed out that in al) areas of
miﬁty, training and sducation should be & never endivng process. Top
tusinass conoerns send thelr executives to business schools and seminarss
ranking military peracnnel attend command achools end national war colleges;
medical men kesp up to date through specially designed courses on closed-
circuit television. Service in any activity that'ﬁmly affects the publiec
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wolfare requires keeping up with new ideas and techniques and maintaining

sharpness in skills, The very fact that the 26 police exscutives who com-

pleted the Po]ica Management Institute had participated in tha program indi-

cated that they recognized this nacessity and were ready to act upon it,
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APPENDIX C
Curriculum

Institute of Government
University of North Carolina

POLICE MANAGEMENT INSTITUTE

Numerous police administrators are now finding themselves in a unique
position, 1In the past, police organizations have grown with such rapidity
that the chief of police and other top administrators have not been able to
devote the nacessary time to adequate administrative training, To assist
the police administrator to meet this problem, the Institute of Government
of the University of North Carolina at Chapel Hill, North Carolina through
the auspices of the Qffice of Law Enforcement Assistance has developed a
program which will inmtreoduce and familiarize police command and supervisory
parsonnel with contemporary and established managerial and gupervisory concepts.

GENERAL INFORMATION

The schedule will be:

(1) Course length - 120 hours spread over a § week period,

(2) Daily Schedule: ‘
Monday: 1:30 - 3:00, 3:30 ~ 5:00

Tuesday, Wednesday, Thursday: ~.8:30 ~ 10:00, 10:30 - 12:00, 1:30 ~ 3:00,
3:30 - 5:00 :

Friday: 8:3% - 10:00, 10:30 - 12:00

Thia schedule allows the participants times to arrive from and depart to their
respective homes each week.

(3) complete schedule by date:
1st Session: 2B November, 1956 - 2 December, 1966
2nd Secsion: 12 December, 1966 - 16 Decembsr, 1966
Ird Sessior;: 9 January, 1967 - 13 January, 1967
Ltk Session: I Januvary, 1967 - 3 February, 1967
Sth Session: 27 February, 1957 - 3 March, 1967

Managemen [

4 CULUM

tion, and Analysis

Yonday, November 28

13130 -« 3300

3130 - 5300

Intreductory comments and definition of course goals

Instructors: Mr, John Sanders, Director
Institute of Government

Mr. Norman E. Pomrenke, Assiastant Dipector
Institute of Government

Theory and philosophy underlying law enforcement and the
role of the administrator, (Most participants ray already
have a basic understanding of the material, nevertheless,
this seems the mogt opportune time to introduce it.) It
ghould serve to clear up any misconceptions and provide
something of & foundation on which to hulld managament
theory. Hers we'll discusss ‘1) Crime and lawsj 2) Modern
law enforcement nseds; and 3) The administrator's role in
modern lav enforcement.

Instructor: Mr. Nortnan E. Pomranke

Tuesday, Novembsr 29

_ 8:3 ~ 10:00

10430 ~ 12100

Introduction to administration ~ an overview

Instractor: Dr. S. Kenneth Howard, Assistant Director
Institute of Government

Management theory; key terms defined; apan of managemsnt
theory; recognition of the managerdal role

1, Vnhy the need for management
2. Whdat management can do
3. How management operates

a. standard models
b hierarchies
¢. creative management

Instructor: Dr. Donald Hayman, Assistant Director
Institute of Government
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Tuesday, November 29 (continued)
1:30 - 3:3 Application of management theory to lsw enforcement
- organizations
E Instructor: Mr, Norman Pomrenks
310 - 5:00 Benefits to be gained from adopting sound management
practices

Instructor: Mr. Norman E, Pomrenke

Wednesday, November X0

8:30 « 10:00 Organization - introduction and definiticas - a system of
activity groupings and authority relationships

Instructors Mr, Norman E, Pomrenke

10: 30 - 12:00 The formal orgenizaticnal structure, tho cbain of command,
role definition, dividing operetiomal and mansgerial work

Inatruotor: Mr. Normen E. Pouarenke
1130 - 3:00 Organizational analysis A
Instructor: Mr., John Ingersoll, Chief of Police

Charlotte Police Department
Charlotte, North Carolina

3:13 - 5:00 Organisational analyais
Instrustor: Mr. Jobn Ingersoll

;ﬁ@; sday, December 1
‘#9 = 10100 The 1ins - staZf concept
Inatructor: Mr, Norman Puarenks

D0 - 12:00 Job analysis and specislization - tho extent, function
and results

Instructor: Dr, Donald Hayman

1:30 - 3:00 Individuals and organization, special organiszational forms
(Comittess, etc,)

Instructor:  Dr. Robert R@hdar
School of Busihess
University of North Carolina
pel Hill, North Carolina
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Thursday, December 1 (cdntinued_)-

3:30. - 5:00 Dnlegation and authority
Instructor: Dr. Donald Heyman

h‘idg‘ Dacember 2 e

8:30 - 10:00  Swmation and review
Instructor: Mr. Norman E, Pomranke

Problems snd case studies - these will be distributed on the

previous night and should be prepered at that time 8o that
when the individual arrives at class he will be able to fully

discuss the material.

10:30 - 12:00

Instructor: Mr, Norman E, Pomrenke
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Personnel Administration - Policies and Programs for Building
an Efficient and [fell-Adjusted Working Force

ionday, December 12

1:30~ 3:00 The staff concept, ataffing and personnel aedministration
Instructor: Dr, Donald Hayman
3:30 - 5:00 Hanpower regquirements -~ future law enforcement needs

Instructor: . Mr, Norman E, Pomrenke

Tuesday, ‘December 13

8:30 - 10:02 Human factors in organizing, personnel selection
Instructor: ifr, William Uinters, Chief of Police
Chula Vista Police Department
Chula Vista, Celifornia

30230 - 12:00 The organizational structure, managerial staffing, organi~
zational goals and objectives

Instructor: HMr. Uilliam Winters

1:30 - 3:00 Personnel training and development, management gamss,
executive development programs, training as a supervisor

Instructor: Mr. John Klotter
Southern Police Institute
Louisville, Kentucky
3:30 - 5:00 Problems of training peculiar to law enforcement

Instructor: ir, John Klotter

Wednesday, December 1l
8:30 - 10:00 Human relations in management and supervision

Instruetor: Mre Richard Calhoon
School of Business
University of North Carolina
Chapel Hill, North Carolina

16430 - 12:00 Morale and mobivation in personnel administration

Instructors Mr, Richard Calhoon

Wednesday, December 1Y {continued}

Measuring work effectiveness and organizational performance

1:50 ~ 3:00

3:30 - 5300

Instrustors Mr. William Vinters
Msasuring work effectiveness and organi:

Instructor: Mr, William Vinters

Thursdays December 1

Evaluation and management appraisal - objectivity vs. sub<

8:30 - 10:00

10:30. ~ 12300

1:30 ~ 3:00

3130 - 5100

Jectivity

Tnstructor: Dr. Donald Hayman

189"

zational performance

Setting and meeting mansgement objectives < the key to

management appraisal

Instructort Dr. Donald Hayman

The public relations function of the administrator

Tnstructor: Mr. Harold Barney
International Associa

Washington, D. Cs

Community relations
Tnstructor: Mr., Harold Barney

Friday, Decerber 16

8:30 ~ 12:00

Review and summation, discussion

tion of Chiefs of Pollce

Tnstructors: Hr. Norman E. Pomrenke

Mr, William Winters
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Administrative Practices - Development of a Capacity to Work With
and Through Associates in a Wide Ranpge of" Situations

Monday, Jamary 9

1:30 - 3:0C The nature of organizational planning, planning techniques,

the basic management functions
Instructor: Lieutenant Ed 3Swing, Director
Flanning and Research
Creensboro Folice Department
Greensboro, North Carolina

3830 - 5100 The nature of organizational planning, planning techniques,
the basic management functions

Instructor: Lieutenant EG Swing

Tuesday, January 10

8:30 - 10:00 Managerial decision making - decision making concepts and
goal determination

Instructor: Mr. Norman E. Pomrenke
10:30 - 12:00 Policy making - diagnosing the problem, noting alternative

solutions, projecting results, plan, selection, implementation

Instructor: Mr. Norman E. Pomrenke

&30 = 3300 Organizational analysis and methods - measuring effectiveness

of operations
Instructor: Mr. William Barnes; Chief of Police
West Palm Beach Police Department
West Palm Beach, Florida
3230 - 5:00 Records administration and office management

Instructor: Mr. William Barnes

Wednesday, January 11

8:30 - 5:00 Budgeting - financial p]anhing and control, cost analysis,
forecaating financial needs

Instructors: Dr. S. Kenneth Howard
Mr, William Barnes
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Thursday, Jamuary 12

8330 - 10:00 Manpower allocation
Instructor: Mr. Hugh Domnelly, Assistant Director
: Plarming and Research
St. Louls Folice Department
St., louis, Missouri
10:30 - 12:00 Operational planning and research
Instructors - Mr. Hugh Donnelly
1:130 - 3100 Problems of planning -
Instructor: Mr. Hugh Donnelly
3:30 - 53100 Future needs and long range planning

Instructor: Mr. Hugh Donnelly

iday, January 1
8:30 - 10:00 Review and summation

Ingtructors: Mr. Norman E.- Pomrenke
Mr. Hugh Donnelly

10230 ~ 12300 Problems and case studiss

Instructors: Mr. Norman E, Pomrenke
Mr. Hugh Donnelly
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Dynamics of Administration - Written and Oral Communication,
Conference leadership, Direction, and the Art of Iistening o
Monday, o
1130 - 3:00 Direction - the directive proceas
Instructors Dr. A. C. Germann
Department of Criminology
California State College
Long Beach, California
3130 - 5:00 Effective decision making ~ the formal and informal
structure
Instructor: Dra A. C. Germann
Tuesday, Janua 1
8:30 ~ 10:00 Leadership ~ the leader’s role,
selected and informal leaders Tnatructarss
10:30 - 12: R DBr. A+ G, Germann
3 12:00 The feed~back process Mo, Norman E, Pompenke
1:30 - 3:00 Authority and influence
3230 - 5:00 Group dynamics in supervision

Wednesday, February 1
8:30 - 10:00 Organizational comsunication

Instructor: Mr. Elmer Osttinger, Assistant Director
Institute of Government

10:30 - 12:00 Organizational communication

Instructor: Mr. Elmer Qettinger
1:30 = 3:00 Human relations in management

Instructor:  Dr. A. C. Geimann
3130 = 500 Huwnan relatdons in management

Instructor: Dr. A. C. Germann
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Thursday, February 2
B:30 - 10:00 The administrative psychology of morale and motivation

‘Ingtructor: Mr. Richard R. McMahon, Assistant Director
Institute of Government

The administrative psychology of human needs in the organ-
izational structure

10:30 - 12:00

Instructor: Mr. Richard R. Melahon
1:30 - 3:00 Disecipline
Instructor: Colonel E, Wilson Purdy
Kalamazoo, Michigan
3:30 - 5:00 Developing voluntary contrel - control through supervisien

Instructor: Oolonel E. Wilson Purdy

Friday, February 3

8:30 -~ 10:00 Heview and summation

Hr. Norman T. Fomrenke
Dr. As C. Germann
Golonel E, Wilsgon Purdy

Instructorss

1230 - 12:00 Problema and case studies

ir. Norman E. Pomrenke
Dr. A. C. Germann
Colonel E. Wilson Purdy

Ingtructors:



Monday, Pebruary 27
1130 - 3100 Controlling ~ the basic elements of contrel, function of !

| the control procdss
Instructors. Dr. S. Kenneth Howard

3130 ~ 5100 Te inspection process, performance evaluation
Instructort Dr. S. Ketneth Howard
Tus Fol 8
8130 - 5100 Planning and rosearch for the fu‘ure ~ computer applicationa,

data processing (IBM will bandle this portion of the course
with complete pressntation of the material on computer
applications o law enforcement.)
Instructorss lg}.’ Linwood Savage
Raleigh, North Carolins
Mr. Richard McDonsll
IBM

Oakland, California

‘dridnaeday, March ) and Thureday Mapch 9
{130 -~ 5300 Simulation exercises - a series of administrative problems
luding role playing and sénsitivity treining.

Instructors: . Dr. William Bdgerton
Department of Comsmnity Psychistry
University of North Carvlina
Chapel Hill, North Cerolina

¥r. Richard R. McMabon

39 = 12100 Sumation and concluding rearks, course svaluation

Instructors Mr, Norman E. Pomrenks

Oraduation Speaker: Mre Quinn Tamm, Executive Director
International Association of Chiefs
of Police
Washington, D, C,

Course Texts

Basic textt lManagement - A Book of Readings, Koontz and 0'Donnell

Additional texts: Parkinson's Law, Parkinson
Outgide Readings: Additional materials will be asgsigned.
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APPENDIX F
Case Studies
Institute of Government
Police Studiss for Management
PROBLEM #1

The city of Megopolis i3 a medium size city with a permanent population
of some 65,000 people. The city, like most of its size, has usual problems
of LD renewal, traffic, and an increasing crime rate.

The department hsel approximately 95 men plus some 11 civilian émployees
under the command of a ¢hief who is appointed by the mayor. The land
area that the department is rasponsible for is approximately 30 sq. mi. with
a population well dispersed within the city's boundaires, It has been the
practice within this departmeat for the dstective personnel te respond to
felony calle while.on routine patrol. Once at the gcene the detectivs
would determine whether the case would be investigated, It was also the
practice of a uniform car to respond to the location of the eall, Over

& period of time this practice created some sharp personnel distinctions.
As an example, the detectives always felt that they ware superior to the
uniformed personnel.  The uniformed personnel would never pass on infor-
mation. to the detectives even though they knew that it might be an impor-
tant part in a case that the detectives were investigating, Further the
detectives would not attempt to fraternize with the patrol personnel at
any time and resented the fact that uniformed perscnnel would make inquiry
in reference to certain cases. The uniformed personnel “griped" over the
fact that "they never knew who had jurisdiction over the case! and in
many instances a report was not written on an incident because each
believed that the other would write the report,

Another common gripe was that detectives stole all of the glory and
relegated patrol functions to a "night watchman! status in the eyes of the
comminity, The chief has heard several of these Ygripes! at various
gbaff meetings. He requests staff recommendations to correct these pro-
blems if they do exist.

1) that recommendations would yon make to improve the
: organizational structure and why?

2) that steps can be immediately taken to correct the conflict
between patrol and detective personnel?

3) Can the informal organization be utilized in any way to correct
any defects that may exist and also what role might they play
in recormended changes? .Give your reasons why.
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PROBLEM #2

. Jones has just been promoted and was assigned as & field supervisor in
igh: pgtrol divlgion. He l:.e:: assigned where there was a lisutenant in charge
of his shift and a captain in charge of the operation. Sgt. Jonas was young
in comparison to the other sergsants and was in his third year of college.

He took prids in his work and was promoted after having served the minimam
number of years on the force, due to hig promotional examination soore:and his
excellent efficiency roporta.

During the first six montha, ho tock greah pains to document the day~to-day
work of tha officers cp his shift so that when enployee ovaluation forms
ware due, he would have a good working tnovledgs of his personnslla strengths
and weaknesass, He has eight officers asgigned 1o him in the field, He
rated six as boing "satisfactory" and two as “improvement nesded," He feols
that he honestly and conscientiously ratod each of thas officors based upsn
his obuervations and records.

t thorefors comes &3 & great shock to him to Pind that all of iha offlcers
xlare upsat by his mtingaf eapeclally since he took great pains to counsel

then all during the six menths rating pariod., He has discovered that the

range of tho ratings and each officer's rat'ng 18 a matier of common Imowledge.
In fact, lis has found that the captain in charge encourages the perocanel

to view thoir rating sheets prior to thelr oral interview, To his further
congtarmation he finds that the great majority of ratings given by the other
supervigors are in the Hoytatanding! and "very geed" category. He is rated

by hia own supervisor, tho licutensnt, 28 tyary good - probaticnary.t He

Inous of hie own knowledgo that the other ratings could nok be accurata,

when Sgt. Jonas asked hia lieutenagt about this and the lavge numbar of
"outatgnding" and "very good' ratinga, he was told, "Nobody really pays
any attention to thenm and basides, it can have a big effect on a mants

promotional chancess don't rock the boit ~ Just go along with it

Sgt. Jones hes again reviewed the evalyation report manunl and is certain
that hio ratings wers correct and that the others are wreng, Tos linuimnnt
has now approached him to up-grade his original ratings of the eight officers
who worked for Sgt. Jonea,

1) Vas the practice of documenting the daywto-day activily of
the eight offfcers by Sgt. Jones necessary? If s, why? I
not, why not?

2) . Ghould Sgt. Joneg changs the evaluation reports of his eight
man and put an end to vhelr griping and thereby conform to
the practice within this precinct?  If so, why? If not, why
not?

3) - Should the sergeant push the issue up to the chain of command
to ths chief!s level in regard to a policy decision on measuring
erployee work?

b} ymst would 4311 Spt. Jones if he conlacted you seeking advice
as to what Kgushould 0?
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PROBLEM #3

Thg departmer¢ is about to purchase a fleet of new olice cars

gomi?g fisgp'; jear. The grapevine has it thot they lzstjre goinzrwf;:rzg:se
he "Hot-r.d" deluxe model which they bad purchased the previcus year

Subordinates warking for you over a period of a year have complained ’

}that the Hot-rod auto is uncomfortable to operate, results in body fatigue
hecause the engine runs excesaively hot and is diffiemdi to transport &

prisoners in that ars handcuffed becauge of the small opening of the

rear door. PRurthermore, several officers have mentionsd that the bucket

:ggt:rinszg ;{nazgad::g:rogst;n that tgeir weapons are exposed to persons

0. e car. You know

that all of these stataments are true and correcti:gg ﬁfﬁgfrﬁtzf’:fmﬁ:

‘;he operating costg per vehicle, are convinced that the hot-rod engive that

t;a used tn the police car 15 not the most efficisnt. You have discussed

o g: rtxl:a :ers on an informal basis with your supervisor and one week later

kimsi ,gi‘a:q‘sliggum :ngh:{adz:ﬁlmy, whaE kind of car should we get and what

o of equipment correct.ey have?" You want to meke certain that your

1) What steps would you take to involve your
this decision and give your reasons wl{y? peracanel in

2) what steps would you take to make certain tjat
126 there will
nz?t be a morale probler if their suggeation:s are turmdldown?

3) Would you consider not invol: our
50, ghve Fou Tampon ey ving y personnel at all? If
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PROBLEM III=~-3

Lt, Brown, who has been a pelice lisutenant for some six years, has
recently had assigned to his precinct Sgt, Waters, a newly promoted ser-
geant, The lieutenant has informed the sergeant that among other things,
he believes subordinates should be given a great deal of freedom in
making decisions at the cperational level, provided that they are within
the framework of the department's rules and regulations and policy. The
sergeant readily interprets the lieutenant's remarks as meaning that the
aupervisors under the lieutenant's command are to apply controls and
divection of the uniform personnel with a winimum of interference. One
evening a serious incident ocours which incites a short but bitter fight
between a group of citizens and uniform officers responding to the call.
The 1ieutenant riding that night hears the sergeant request the assistance
of the canine corps. Defore tie dispatcher can have the canine corps
respond to the sergeant's location, the lieutenant countermands the order
and advises the dispatcher not to send the dogs, Later, after the inci-
dent. is over, the lieutenant hears through "the grapevine! that the
sergeant feels that some of his personnel would not have been injured had
the dogs been permitted to come to his location during the incident. The
Jisutenant calls the sergeant to his office and proceeds to '"read him the
riot act." At this point, the sergeant asks for parmission to go with
the lieutenant to the captain to air the matter as the sergeant feels the
1ieutenant has not stood behind his original statement of allowing sub=
ordinates to make decisions,

Unknown to ths sergeant, the lieutenant had recently read 2 confidential
order from the Mayor directing that under no conditions were the canine
corps to respond to any calle other than for lost children, Assume you
ara the captain,

1) Woat steps would you take immediately to prevent the
recurrence of & similar incident?
2) What would your comments be toward:

a) the lieutenant?
b) the sergeant?

Glve your reasons whye.

3) vhat application of decision making was erroneously applied
here and by whom?
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PROBLEM #

Lt. Brown, your shift commander, h
y Y s has come to you and tolgd
Separtgxent is cox‘xsidering the installation of a new reportg:: :;:Ee;he H
m;glix:;msoguggsgggns i‘r;m you on how the change can be instituted wif;h ae
ol on. You in turn contact the other fi
your shift and pass this information on to tl von geten to
to discuss the problem with a ger in the raties pech 80 89 far as
hs geant in the traffic bu d wi
lieutenant in the detective bureaq So v as o een
. me two weeks later
;gump:r];éngi zguﬁrz;cor‘mner}:idations and suggestions, the lieutén:xsmtyg‘;m::eto
: € 1n his eye" demands to know on who
what you ‘contacted the whole damn de ence t theT Lt was
C partment in reference to t
::iggtawmting system, Before you can answer » he turns on !?ishl'axerelfwand
way, For the next two weeke he 8ays nothing to you but on the due

date requests your su
request. Yy ggestions and recommendations based upon his original

The report writing system is institut
ed but none of the i
Zguol;:::tzg:m;;;:;i 2§§1W1tt§n into the manual, After sgﬁgomgga ::Z;:
N cars begin to tell you of th
involved in the report writin 1 ave based wao®
hi ¢ . g system, many of which are
practices that your original recommendations would have c:::;lt:g?n

1) Do you think you acted pro :
erl; tacti
sergeants on your shiftg perly in contacting the other

2) Do you think you acted
broperly in discussing informally th
POPO! i ¢
P E sed reporting system with personnel of other bureaus?

3) vhat sociological drive in o i
b rganization has the 1i v
violated when he questioned you about "your autho;je;;'e'gam

%) Should you, when asked b
1 y the captain in charge of
Pracinct cperation, submit your original recosmenda:k’:fns

in reference t :
reasors o the new report writing system? State your
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PROBLEM #5

Lieutenant Sharp receives a phone call from the Excellence Dry Cleaning
eatablishment located in his district. The caller identifies himself as
Mr, Gold, the owner of the store and states to Sharp that he wishes to file
a complaint, He advises that since his establishment has been in business
he has made it a practice to allow officers to have their uniforms dry
tleaned for a %0 percent discount. He states thet this morning an Officer
Goodall, whose name he cbserved on the officers nameplats, came to his
agtore to pick up some uniforms that he had left for cleaning, Vhen he
quoted Officer Goodall the full price, Officer Qoodall stated, "I thought
T could get a discount here." Mr, Ocld stabes he explainad to tha officer
that this practice had gotten out of hand and he could no longer afford to
glve all of ths officers a disccunt, Jle reports that Officer Coodall
nonchalantly but sarcastically turned around end stated",,,sed you have

a lot of cars parked in the loading scne where customera coms in for thair
clesning, Ws might have to hand & 1ittle papsr to corrsct that dangerous
condition." He thersupcn paid for his cleaning and lefi the establishment,

Lt. Sharp advised that he would loook into the matter and would call Mr.
@Gold back, Lt, Sharp checks Officer Goodall's personnel jacket and finds
that he has been assigned to patrol for gomo six months followlng
graduation from recruit school. He checks with the Training Officer and
determimes that Office Goodall was present for the two-hour recruilt class
on police ethica,.

Lt. Sharp contacts Officer Goodall and has him report to his office, Wherse
vpon ths Lisutenant advises him that he was in violation of Dspartmental
Order 6-l4l, which prohibits the taking of gratuities by any member of the
department, Officer Goodall states that he was not swars of that crder
and that it had not bseen discussed in the treining progeam vhile he was at
the police academy, He states that the class on police ethics siressed
the taking of gifts or gratuitios in the form of monsy or other perscnal
property and that he did not feel that a discount on his dry cleaning was
the taking of a gratuity, Further, he states that he never received a
copy of the departmenta) orders either in the academy or since he has been
in the precinct,

1) Vhat steps should be taken to correct the interpretation of
Departmental Order 6-lk?

2) Is Officer Coodall taling & gratulty in your opinion under ths
existing order?

3) what steps would you recommend be taken to prevent this recurrence
and to guarantee transmittal of all information to prescinct
personnel?
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PROBLEM #5

e

You have been asked by your commandin
g officer to
guidelines for the selection of supervigory persomxl’:g?mnd certein

1) what recommendations would you make? why?

2} You have also besn asked o submit
a ldst of rec
to improve the morale and to motivate the pursongg?e 22“& :%:ns

department, 3
r:{::onsm?dw ) ¥hat would your recommendations be? Give your
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PROELEM #7

Cityville has a police chisf who had attended a working seminar, a portion
of which was devoted to the health conditions of employeces. (me point that
impressed the chief dealt with persons who were overweight. Upon his retum
to the department, an ordsr was issued that stated in effect that within

one year sll personnel had to have thelr weight in proportion to their height
as determined by a liet of actuaries published by the city physicilan., One
year after the order had been issued a report to the chief indicates that

2% of the personnel are still overwsight, The depariment has numerous
athletic activities in which it participates and the city has adequate

gocisl and athletic fecilities available to its residents. The chief has

ordered disciplinary action to be taken,
Within the last two months you were promoted and assigned the duties of

personnel officer. The chief has requested your opinions regarding disci-

plinary actions or alternative steps,

1) What methods would you use to have the personnel involved
voluntarily lose weight?

2) How can gverbearing authority create non-compliance and
hostility within the organization structure?
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Problem # 8

The chief of the Great City Police Department has advised his commanders
that he is disturbed by the high number of burglaries that are occurring

in the city., He tells his commanders, "I want the burglaries cut down - and
cut down soon." The commanders in the patrol and detective divisions pass
the word on to their subordinates ordering that burglaries be decreased as
soon as posaible, Lt. Smith, in the burglary squad, asks his cemmanding
officer what is the figure or percentage of decrease they wish., Smith's
commanding officer feels that this 1s an excellent question and asks the
lieutenant to prepare a paper indicating what are realistic goals. Afier
mich work and effort, Smith comes up with a figure of some 12% for the
first year, provided certain changes are instituted in the patrol function
and patterns, and further suggests that other divisions in the department
not dirsctly connected with burglary be utilized to assist in the case load.
Smith discusses and shows his paper to Lt. Brown in the patrol division;
Brown, upon reading the paper, tells Smith that the figure is unrealistic
and if his suggestion of changing the distribution of the patrol force is
adopted, other crimes will show incrsases and the detervent action of the
patrol force will be lost, Smith submits his paper to his commending
officer who, after randomly reading it, passes it on to his commanding
officer for submigsion and approval at the next staff mesting. Inspector
vwhite submits the paper as written for staff consideration. The commanding
officer of the patrol division strenuously objects to the recommendation

ag they affect patrol operation, claiming that they will compietely disrupt
all patrol activities. He further states that it is impossible to determine
effective goals where deterrent action is inveolved and that since goals

gannot be adequately be determined, measuring for them cannot be effectively
ona.

1) You are asked by the chief to prepare a paper to determine
if measurements for work effectivensss on the curtailment of
burglaries can be done.

2) You are further asked to submit recommendations, indicating how
secondary goals or objectives can in the future, be determined
together with tha necessary measuring devices.

3} Vhat criteria would you utilize in the consideration of the
curtailment of burglaries?
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Proble~ # 9

tg office
The Division commanders have recently raceived orders from the chiefl

to obtain from thelpr personnel workgble suggestions for the development and
installation of a new reporting system vhich will be placed into effect six
months hence.

Capt, Cool of the Patrol Division has called a special atafl meeting of hi.s
lieutenants and sergeants, advising them of the chief's order and requesting
that they cbbtain further informaticn and facts from the operational personnel
80 that the chief can reach a more effective decision on the type of Fforms to
be used, number of copies to be made, and thsir method of dia(:ribution: Sg"o‘
Shaxp does not make inquiry of his men but his personnel hea? of what is going
on in the Division from other officers and they proceed to discuss some vot“ Ehe
recommendations among themselves. Officer Munster, who worked in rc?pori, sg,m
tems development, has on his own, submitted a two-page suggestion list t? a
relief sergeant who in turn passed it on to the lisutenant on Sgt. Sharpks
night off, Sharp hears of this upon his return {rom his ‘.Lime off :‘md as| si N
Officer Munster why he did nct submit his suggestion to him, Mubstsr replies
that the sergeant had not asked for suggestions and that he had heard fron
obher officers in the Division that their sergeants had. asked for suggestiona
and he felt that passing thess suggestions on to Sgt. Sharp would have been 38
toste of time, Sharp takes offense ab Officer Munstsr's comments and procee
to write a report charging him with insubordination and violating the chai“r;
of command, The report rozches the iientenant!s dask, where, after revicwuing
the charges, he calls Sgt. Sharp to his cifice and advises him that h: do_es
not want any trouble on his shift and to fo‘::%gt the Hh:le’it?‘céi;zt.c' ' ‘fea

later, Sh while drinking coffee in the canteen wlls o Condy
Sgsngs the’isssgp ':tp and relates the fact that the iieuterant di§ not pfack h;m
up. Seated at the table at the time of this discussion ware a detective on
traffic lieutenant, each of whom carry only that portion of the story as
related by the sergeant buck to their operations. Soon the entire Division
is aware of the story and both Officer Munster and Capt. Cool are baing
ridiculed behind their backs. During an inspeciion, the entire story is
brought to the attention of the inspecting ‘team,

1) What recormendations should the inspection team make in their report?

i i £
2) that action, if any, showld be teken by Capt. Cool upon receipt of
) the knowleége that’tha entire Division is discussing the incident’

3) ihat steps should be taker ilmmediately and in the future to prevent
a recurrence of similar incidents?
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The Great City Police Department is a medium sized organization which,
together with seven cther municipal departments, recently has been
asked to improve their operating proceduraes so that the city might pro-
vide increased service without the nesd to raise taxss in the coming
figcal year. The chief of the department has issued a memorandum to his
dirvision heads requesting that they submit recommendations on how the
department "can ioprove its services without increasing the cost to the
citizens,” The traffic division commander, a captain, has often dis-
cussed with his staff the problems caused by having the traffic c¢oantrol
devices under his commend, On numerous occasions in the past, he has
recormended that this function be taken from the police department and
transferred to the traffic engineering division, a part of the city
engineering department.

On his own, he has undertaken studies that show that in terms of finances
and manpower, it would be feasible to transfer this function from the
police department to the engineering department. However, each time he
has attempted to report this fact to the chief of police, the chief of
the field operations bursan has re)ected the reports,

The captain in charge of traffic is & personal friend of the city engi-
neer, One day during a church Bocial function, he tells the engineer
2f his findings in reference to the auggested transfer of the traffic
mintenance cperation. The city engineer agrees with the captain and
%5118 him that he will take steps to mes to it the transfer does occur.
£+ the next city commission mesting with the mayor, the recommendation
4% bpought up by the engineer., The police chief requeasts time to study
1he secommendation, claiming that this is the first he has heard of it.

“o ¢hiaf returns to the department, and in a state of agitation, fires
£ memo to the field cperations bureau chief requesting to imow why

i x23% "put on the spot” at the commisgsion mesting., In the interim,

“% . 9lice personnel who repair the traffic lights have heard through the
gaatnd mdll that their transfer is eminent. They becoms agitated to the

v :%gnt that they approach the traffic captain and tell him that they all
it transfera from their present assignments. When the captain asks
‘nsn why, they advise him that they have heard from various sources that
*riy will be transfered to eivilian status. Many of these peraonnel
Jjoined the departsent as police officers but during the war years assumed
the task of traffic maintenance. No one has changed the syatem and it
ramained with police personnel performing the tadk, The captain explains
to them that they are police officers and police supervisors and not
traffic maintenance pecple, but this has no effect upon them and their
hostility continues,
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ts
aptain, fearful of the morale problem that may now a{:'ise, contac

fhh: faﬁmﬁé and research division and requests the,captain there to
institute a study to determine the feasibility of this questioned transfer,
The planning and research people claim that this is not a correct funetion
for them - that this is a special staff function which they can only

participate in together with other divisions,

1) List all of the problems that you see in terms of formal
organization.

2) a. What use, if any, could the chief have made of the informel
organization?

tions
b. What use, if any, could the chief of the field opera
burean h;va made’of the informal organization?

¢. Vhat use, if any, could the traffic captain have made of
the informal organization?

idering
Do you consider this suggested transfer appropriate cona
? theyobjectives and goals of the police organization? Wiy?

L) 1Is the contention of the captain in charge of planning and
research correct?
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INSTRUCTIONS: This is a mltiple choice examin-

ation, Write your name in the appropriate place

called for on the answer sheet, Indicate the

correct answer Yy placing an X through the letter

Preceding the correct answer to the question, Do

not mark. the examination., When Yyou have completed

the examination, turn in the examination and the >
answer sheet to the instructor.
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The responsibility for the failure or éuccess of any individual or
unit in a police organization is:
a. Fixed with the individual or unit charged with the task
b. Fixed with the supervisor in charge of the unit or individual
¢, Fixed with the chief administrator
d. All of the above
The most important element of planning is:

a. A clear, concise statement of the problem which gives rise to the
need for the plan

b.  Gaining concurrences for the plan

c. Evaluating the plan

d. None of the above

Policy making, as a function of management, has as its objectives:

a. The establishment of firm procedures for the conduct of the affairs
of the police agency

b. Guiding the total effort of the police operation in the achievement
of its goals

¢. The development of schedules and work programs for the whole organ~
ization

4, Haintaining clear chamnels of -communications within the organization
The effectiveness of the whole organization is dependent upon:

a.  The chief executive only

b. Good management practices

c. The effectiveness of the several parts
d. The flexibility of the organization

In grouping tasks and functions for organizational assignment the first
congideration is:

a. Line capacity to perform

b. The level of authority required

c. The level of general competence of the operational personnel only
d. None of the above



6.

Te

B
e

11,

The chief administrator never actually relinquish
but merely discharges 1t: ot a o Tosponsibility

a., DBy the act of assignment
b, Ry delegating authority
¢, By inspectional follow-up
d, A1l of the above

Control 1s essentisl to the effective operation of your organization
and the only way you may achisve control is: v B °

a., Through continuous inspection

b. ;t;oughw :;curato report writing

Ca 6 operation of a limited span of control
d. Through extensive in-service training

When lines of authority ave disrupted or assed in t nary
operation of an organization, by principl?-.’p he ordl

a, The superior officers thus bypasased have no responsibilit
order given or the task assigned Poneibliity for the

b, Coordination is impcssible because the esse tia
munications has been disrupted rhisl element of con-

¢. The cormand officer who permits it has widened his span of
to a point beyond his ability to function of cantrod

d. All of the above

aguids{:t::uc solution to a problem of supervision, the firat atep

a. Decide what the answer should be
b. Form a tentative conclusion

c. Enploy trial and error methods
d. Formulate the problem clearly

Waich one of the following phases of a police promotional examina:
prograa should be considered as the least nlufble: Hon

2, Written examination

b, Service rating or past performance
¢. Seniority

d. Oral interview

If a performance evaluation system is to work well, it muat:

a. Provide for an interview between the supervisor and the empl
b. Be used primarily to judge a man's personal character reLayse
c. .Be recognized as a disciplinary device by -those involved

d. Asaure edch officer an opportunit to co
of his fellow Ofncﬁa ; ¥ to compare his rating with thoso

12.

13.

1.

15.

16.

17.
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When making a detailed analysis of job content and requirements for
a supervisory position, all but one of the following are elements to
be considered: (Identify’ the ois which'id not an eloment.)

a, Personal characteristics

b, UGeneral administrative ability

¢, Technical experience

d. Environmental factors of the occupation

Evaluation is a continuing function or process and is conducted to:
(Identify the statement that is incorrect.)

a,  Prolong the correction of errors

b. Determine training needs

e, Discover praise-worthy work

d. - Determine the effectiveness of pérsonnel assignments

The most important responsibility the administrator has to the super-
vigor is to:

a, Delegate proper authority
b. Exercisz strict controls

c. Coordinate unit activities
d. Reinforce their authority

Analyzing the problems, needs, and difficulties of his subordinates
in doing their work is principally in which element of supervision:

a, Directing

b, Improving

c. Evaluating

d, Communicating

The process of communication by supervisory personnel must be con-
sidered to be: (Select the best angwer.)

a., Necessary only when the supervisor has something special to report
b. Required only when there is a report form to be filled out

c. A control to make sure the supervisor is performing

d., An integral part of the supervisor's responsibility

An effective internal communications system is essential to police
operations. If the reporting system is to best serve the purposes
it rust: (Select the best answer.)

a, Inform the subordinate of what is required

b, Furnish information needed by the supervisor

¢, Furnish information (where applicable) to outside interests
d.  All of the above



222

18.

19.

8

21,

22,

23.

2h.

A1l but ons of the following are aresas for supervigory training.
(Identify the one which is not applicable.)

8, Peraonnel utilization

b, Investigating domsatic disturbances

¢, PEmployes relations

d. Standards of parformance and work measuremsnts

In a discussion session maximm effoctiveness can be achieved by
permitting the men to speak:

8. According to rank s¢ that order is maintained at all btimes

b. In ordsr of their experienca

¢« Regardless of rank and without fear of reprisal

d.  According to age and rank 8o that the discussion remsing at a
dignified level

Which of the followlng is the most important to an afficient, productive
and smooth operating law enforcomon agency:

8. How well uniformed and’ housed 4t s

b, The quality of the supervision provided
¢. The physical equipment the department has
d. The number of men arployed \
Tha pro¢ess of delegatit can be rogarded 88: {Solact the best
angwer, )

a, The assignment of duties

b, The granting of permission
€. The creation of an cbligation
d. All of the abave

When faced with an unfamiliar altuation, a good leader will generally:
{8aléect the best answer.)

&, Avoid involvement and hope it 41l not be discovered

b, Suggest that n subordinate perform the task

¢,  Make 8 snap docision and adhere to it at all costa

d, - Make'a decision based upen available facts, experience and
systematic understanding .

Flanning 12 made more effactiva by: ' ({Sslect the best ansver, }

a, Clarifying the objsctives

b. Disregarding warisble or uncertain things

¢, Limiting the number of people involved in making the Plan

d. Considering 211 posaibls slternatives to fit all possible situations

ALl but cue of the following are barriers to effective raporting,
{Identify that one.) .

A, Languaga and word medandng
b, Status gystem

c+ Honesty

d¢  Chain of commynd

25,

26,

27,

28,

.

« aupervisory officer should report to his subordinates all but
one of the following items:

2. The high accident and criminal locations on thair best
b. The svaluation ratings of ths subordinate’s cao<workers
c. Objectives of the department

d. Departmental policy, rulas and ragulatics

Some of the direct minagement uses of inspections and svaluations are
to:  {Selsct the best answer.)

a. lmprove the selaction of personnel

b, Develop in-sarvics training programs

c. Asaist the suparvisor in improving persounel
d. All of the above

In an emsrgency gsituation whers the outcome requires instantancous
obediancs by subordinates;, which of the following broad kinda of
leadership will most likely produce the best raesults:

a, * Democratic

b. Laissez-faire

¢, Autocratic

d. Any combination of the above

¥hich of the following reprasent legitimate arsas of gvalunation:

a, Quality of work

b. Knowledge of work

¢. Attendance and promptness
d. A1l of the sbove

Vhich of the following is identified as other than a management funchion:

a, Organizing
b. Filing

¢. Planning .
4, Staffing

The decision-meking process: (Select the bast answer.}

a.  Determines the attitude, envircumsat and worale of the police
agency

b.- 19 a burdensoms task which should be délegated

¢, Causes recognition of the fact that man's sbility Yo make decisions
is limited

d, Is geldom handled corractly

The occasions for decision-making are a result of: {8Bevlect the
best anawer.) .

a, Cormunication from superiors

b, Cases raferred to the supsrvisory by the subordinate
c. Inltiative displayed on the part of the exscutive
d. All of the abaove
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A formal inaspection system is generally initiated in a police
organization for the basic purposs of: (Select the best answer.)

a. Determining who is at fault in order that &isciplinary action
ray be taken

b. Recognizing existing problems and seeking mathods and procedures
for constructively improving the entire operation

¢, ‘Pinpointing problem perscnnsl
d. ALl of the above

Line inspection is one of the major types of inspectlon recommended.
The line inapector:

a. Has limited functional authority

b. Has zbaolute authority to correct

¢. Has a responsibility to report deficienciess noted in operatiens
other than his own’

d. None of the above

Line inspection 18 accomplished through various approaches:
(Select the best answer.)

a. Personal or direct chservaticn

b. Review of specilic actlons

c. Gensral review of results achieved
d. All of the above

Special ataff inapection involves:

a. BExaemdnation of overall policies, programs and procedures

b, BExamination of departmental objectives as they. relate to all personnel
¢, Limdted functional authority

d. Departmental budget analysis

The best way to handle a new employee who frequently asks questions
requiring lengthy, time-consuming answerg is to:

B. Provide the right answers even if it takes time to look them up
or otherwise obtain them

b, Have him check the reference library

¢. Tell him the answers are self-evident
d. Reprimand him for failing to give adequate attention to instructions

dhich of ths following requires the most skill on the part of the
suparvisery officer:

4, Changing attitudes already formed
b, . Selection of competent personnel

c. Preparing performance evaluations

d. Recommending employses. for promotion

k2.

The objective of utilizing a performance appratsal form is:
(3eloct the best answer,)

, To racord the mistakes and errors made by a subordinste
:. T?: ;z‘ovida a means for d ting deficiencies in order that
diseipiinary action may be Juatified
¢, To creatg an appreciation of need for a formal inspection system
d. To provide for constructive correction of faults, mistakes and
erroys

The purpose of organization is:

4. The gathering of people together for the sole purpose of inducing
them to work

b. The gathering together of people for primary and secondary purposes
shich can be raferred to as goals or objectiven

¢. The gathering together of people into special functions or relatics
in order to achieve original goals of the whole organization

d. Nons of the above

The analogy of using the human body in comparing it to the organiza-
tional structure can best be said to:

a., Show that like the human body, organizational activities mast be

rouned
b, Tha% lﬁe the human body organization has similar tagks and

functions
¢. That like the human body organization must be -¢ontrolled by a

central authority
d. All of the above

1a discussing the philogophy of "tall" va. "short! organizations,
one of the pgimary factors to be considered is that we wish to:

a., Increase the administrative distance for decisions becauss in
that fashion mors people will participate

b. Decrease the administrative distance so that the operational
level can receive a decision quickly where it mat

¢, Elongate the organizational structure so that there are morse
operatives and less chiefs

d. None of the above

The informal organization is based upom:

a. The forml organization and its inter-personal relatlonships
b, The formal organization snd its task agsignments

c. The number of informal leaders which omerge
d, Hone of the asbove
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L6,

u7.

L8,

The formal organization bases its activity upon:

a, Geography, time and resources, functidn

b, Georgraph; resources and vime, process

¢, Product, geography, process

d, Function, product, geocgraphy, time, procass
Supervisors have a responsibility for reporting: (select best answer)
a, Training needs to the training authority

b, Off duty activities of patrol personnel

¢, Other supervisors who are neglecting their duties

d, The major objectives of supervision

Supervisors who are performing effectively:

a., Generally regent inspections

b. Generally resent performance evaluations

c. Generally appreciate inspections and performance evaluations
d, A1l of the above

The responsibility for training the employee for the job ahead:

a, Romains solely with the supervisor

b. Is a joint endeavor - employee, supervisor and organization
¢. - Remains solely with the employee ’

d. Should be delegated to the lowest level of command

You should delegate:
4, Only when you are going to be absent

b, Only in an emergency
¢, At performance svaluation time and you are overburdened

d. Because it is an important function by which a supervisor accomplishes

his mission
The top administrator (chief)

a., Retalns the responsibility for the ultimate failure or succeas of
his organization .

b, Must delegate responsibility so that 21l personnel share the load
in the event of failurs

¢, Must evaluate lirmdtations of personnel when delegating ultimate
responsibility

d. ALl of the above

L9.

St.

52.

53.

k.

Each level of management ia: (select beat answer)
a, Dependent on the next higher level for all decisions which
affect undt operation

b, Dependent on the next higher level for proper identification and
interpretation of objectives and policies under which it operates

¢, Responsible to one another for reporting deficiencies in super-
visory practices

d. All of the above

Which of the following is not a limitation connected with the planning
process:

a., Inability to forecast accurately
b. Time and expsnase

¢, Implementation

d, Tendency toward inflexibility

Planning is:

a. The issuing of dirsctives

b. The procesg of indicating to subordinates what should be dore
¢, Deciding in advance what i3 to be done

d, All of the above

Planning the schedule of days off, vacations, and reliefs is:
4y, An exsmple of the reporting function of supervision

b, An example of the directing function of supervision

c. An example of the planning function of supexvision

d, An example of the evaluation function of supervision

The good supervisor is the man who can: (select best answer)
a., Do any jJob better than any of hig subordinates

b. Recognize the abilities and capabilities of subordinates and
delegate accordingly

¢, Demand compliance to all rules and regulations
d. None of the above

Naturalness, democratic arientation, inter~action, leadership, empathy,
group preservation, social distance and cohesiveness, and unity are:

a., Terms that describe the formal organization and its inter-action

b. Terms that describe unit organization and their inter-action

¢, Terms that describe the divisional structure and its orgenization

d. Terms that describe the informal organization and its group activity
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Cost, policy, size and control of decentralization are facts that
relate to: ’

a, Budget theories

b. Comunicaticn

c. Decentralization

d, Operational techniques that affect staff operations only

The adminigtrative cycle is broken down into major categories, they are:

a. Planning, action, evaluation

b, Planning, objectives, control, re-evaluation

¢, Objectives, action, control, re-cycling

d. Objectives, planning and replanning decisions, action, control

When considering decentralization, one of the most critical factors
to conaider is:

a, Organization structure

b, Morale

¢, Capabilities of subordinates
d. None of the above

There are generally three types of leadership refasrred to by industrial
psychologists, they are:

a« Autocratic, exemplary, laissez-faire
b. Democratic, laissez-faire, napoleonic
c¢. Democratic, autocratic, lalasez-faire
d. Nons of the above

Five typical styles of leadership behavior are:
a. Telling, persuading, consulting, joining, delegating

b, Telling, persuading, commanding, joining, delegating
c. Telliing, persuading, joining, influencing, delegating

‘d. Telling, persuading, conszulting, influencing, exemplifying

'To fully understand leadership we must recognize three forces that
bear upon him, they are:

a, Porces in the leader, forces in the individual, forces in the
situation

b,  Forces in tbe leader, forces in the group members, forces in the
organization

c, Forces in ihe leader, forces in the situation, forces in the
organization ’

d. FPorces in the leader, forces in the group members, forces in the
situation

61,

62.

63,

6l

65.

61,

The statemsht "Bobldoi- depends on both the person and his venviroament!
ig referring to:

8. The individual end his sotivation
b, The persongl ¢ommunications

¢. Qroup dynamiot
d: Intar-action between the formal and the informel organization

To mobivate personnel, an effective measure has besn to:

a. Havé the persomnel participate only in dacision making

b. Have subordinates participate only in limited taska

c. Have subordinates clearly understand their objectives

d. Have the subordinates participate in planning and decision
making vhenaver posaibla

#he feed-back process" could best be described as:

a, Listening to persomal gripes of subordinates and evaluating them

b, The formal organigation’'s intelligence system

¢. The strategic placing of subordinates to feed back useful dats
for operational consideration to determins if orders are
achieving goals or objectives

d, A method used to inflate subordinates! egos
The decialon making apparatus is a term that is applied only to:

a, The chief

b, The chief and his staff

c. The chisf, his ptaff and supervisors
d. The total organization, where feasible

Dynamic lesdership is a good leader that uses:

a, A wide range of techniques

b, Exemplary teclmiques only

¢. A relatively few methods and techniques
d. The command philosophy only

Roward and initiative are concepts of developing the individual in
the organization, A third factor that is needed is:

a8, On-the-Job training
b, Raquipment
¢. Teaching

d. Pay

when ve talk of rewarding the individual in organization, we are
really in effect saying:

a, That ths mperviser only should reward so that the subordinate
will racognize the supervisaris intersst in him
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12.

b. That only tho organization reward the individual for spedific
acts so that he feels the organization has an interest In him

c. That the organization reward the individual through the super-
visor so that the subordinete recognizes the orgenisation and
the supervisor as being one

d, rfdon:y 5 letters of commendation and time off are the only important
actors

A good career development program is:
a, A mandatory technique to have parscunel work in a variety of tagks

b, 'An optional choice for the personnel to detarmine if they wish to
work in a ‘variety of tecchnigues

e. A pood supervisory torl thal can be utilized effectively to transfer
poor subordinates

di. A good organizational tool to punish subordinates who do not
measure up to organization standards

When we discuss planning and objectives there are specific types we
can considar:

a, Strategic and tactical

b. Strategic and long range

c¢. Tactical and short range

d., Strategic, long range and immediate

Wnile an organization way have a primsey; cvjective, 4t cans

a, Not have secondary primery objectives
b. Have secondary objectives

¢, Have only one secendary objective

d. Yone of the above

A primary requisite that orgarization requires is:

a. Integrated effort and coordination
b. Integrated effort wuly

¢. Coordination and strict controls
d. All of the above

Before any standards can be set for an orqanizatizn wr mnat have:

a. Rules and regulations
b. Administrative order
¢. A measuring yardstick
d. 'Hone of the above

13s

Ths

5.

76.
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A good supervisor can only superviset

a, Six people

b. Seven people

c, Eight people

d. An unlmown number based upon the supervisor's ability and the
training of the subordinatos

Major shortcomings of organization, particularly in the operational
level of gupervision, might be said to be:

a, An inability to see that all organizations are composed of social
groupings that have human feelings

b. The organization’s refusal to delegate authority

¢. The lack of training for supervisors assuming new tasks within the
organization

d. All of the above

A good definition of coordination is:

&, The orderly arrengement of group effort

b. The providing of unity of action to achieve a goal

¢. The orderly arrangement of group effort to provide unity of action
in the pursuit of a common purpose

d.’ The communication process to establish lines of authority feor the
purposss of work

Change in organization is:

d, No% a considsration of supervisicn sincs thuy do not bring it about
b. A major consideration of supervision since they affect how smoothly
the new process Will work by the type of explanation they give

their subordinates
¢. Influenced solely by management at the upper levele
d. None of the above
"Once the order hag been ispued it becomes the task of the organizational
team to make certain that the persocnnel stay on the target to achieve
the order!s cbjectivel This statemont really means:
8. The measuring of work is the sole respms:(bility‘of mbagament

Y. - Supervislion and managament are raesponsible for the overseeing of
the implementation of an order

{continued on next page)
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¢. Only tha operational personnel are affected by orders and
tizuzuk of management is to make them aware that the order
[ g

d. None of the abovs
A good leader is:

2. Rigid in his range of supervisory methods but considerate of his
personnel

b, Flexible in his supervisory methods and considerats of his personnsl
¢« Flexible in his supervisory methods but authoritative in his style
d. Flexible in his supervisory methods but mikes decisions himself

The 1line viewpoint as it relates to the Line/Staff
e ano v LY relationship

8. Staff tends to assume line authority
b. Staff steals credit

c, Staff fails o keep line informed

d, A1) of the above

The Staff/line relationship exists: (select best answer)

a, In spite of widesprend difficultiea

b. In order that we can operate in terms of the objectives of the
Bedeputn?:t as a whole

c. cause 1ins is not capable of performing staff functions

d. Because staff is betier educateg "8 °

Planning involves forscasting., Forecasting in plann
vy g ng P ing for the police

a. I3 not complicated because we can rely on past experience

be TIs most difficult because we deal mainly with tmm\.;npredictable
hohumnl belemant

¢, Should be handled by someone outside the

9, . A1l of the above potice ophere

Whan ue teach or train someone we are attempting to:

a, Change his attitude

b, Change his habits

¢. JIuprove him skills

d. . Any one or combination of ths abovs

The most desirable superviso rocadur
hon thetr oamLe ry proc 9 in order to keep subofdinatea

a. To spply disciplinary measures

b. Encourage initiative by delegating authority
¢ To require frequent reports

d, Test their knowledge and slortness froquently

8.

8s.

86,

87,

88,

89.

A lack of leadership qualities is indicated by:

a. Rarely asking others to perfomm an unpleasant task
b. Frequently pralsing subordinates

c.. Allowing subordinatea to hold meetings

d. Rarely. delegating authority to subordinates

then training a subordinate, the best way to maks him into a capable
employee is to:

a. Tell him what to do at each point so that he will never make a
mstake

b, Encourage him to make his own decisions as far as his asgigned
duties will permit

¢. Refuse to answer quastions to which you belisve he should know the
answers

d. Have him memorize Department Rules and Regulations

In planning police courses, it is most important to meke the content
of each lesson capable of being:

a, Taught in one ¢lass mesting

b, "Tied" to something which the trainee already knows or can do
¢, Spread over several class meetings

d, BExplained in technical teims

The supervisor must recoguize that:

a, Learning should be uniform if the iastiuction is the same for all
personnel

b, Persons differ in the amount they can learn in a given period of
time

¢. Learning is impogsible without individusl instruction
4., Learning is & passive procedure and participstion serves no value

Subordinates do not object to strict regulations if they:

ae« DBelleve their superior approvea of the regulation
b. Apply only to minor phases of the work

c. Are enforced without bias and favor

d, Result in improved departmental procedures

Peter Drucker indicates that the "success and ultimately the survival
of every organization depends on':

a, Supervisory personnel
b, The organization's ability to davelop people
c. Supervisory reporting
d, Lateral commnications
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y action

Provide work for administrative personnel

Provide a basis for disciplinar
Eliminate the possibility of misinte

Departmental policies should be in writing to:
All of the above

a,
b.
Ce
d.

234
90,
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Evaluation of

POLICE MANAGEMENT INSTITUTE
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Institute of Government
University of North Carolina

Chapel Hi1l, North Carolina

O

Claude S, George

Consultant
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In order o help police officilals develop managerial skills,

a Pollce Management Institute was conducted by the Institute of Govern.
ment of the University of North Carolina at Chapel Hill. This Instituta,
consisting of one hundred twenty (120) class hours of instruction

during five (5) full.wesk sessions, wos spaced over the poriod between
Novembar 28, 1966 and March 3, 1967 with from one to three weeks of

fraee time falling between each weekly session.

The program was Well planned, well organized, and carefully
structured. The excellent physical facilities afforded by the Institute
of Govermment's new building added to the over-all gquality of the
progran,

For adult education, tha much to be desired spaced-learning approach
was ussd. This technique allowsd membsrs time to think about their
classwork when thsy returned to their respective police departments,
as well as afforded them the opportunity of relating the class inatruc~
tion to the sotusl operstive and managerial problems facing them in

their daily operations,

Evaluation Methodology

In developing thia evaluation, several techniques wers semployed:
1. A test was administsred at the beginning and end of the course
to attempt to measure the increase in managerial knowledge

of the partlcipants after the course.
2. Interviews were conducted with participants on an individual
basis throughout the course. ¥

3. Classes and lectures were attended.
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4. Outlines, texts, and other hand-out materials werse reviewed,
5. The itranscribed lectures and lectura notes of several in-
structors were read.
6. Individual instructors were consulted.
The results of these several approaches to evaluating the effective-

ness of the Police Management Institute are as follows.

Tests

Prior to ony indoctrination or lecture, a general objective test
was glven to the participants to ascertain their managerial knowledge
level. The purpose of the test was explained to the group and they
were asked to answer only the questions to which they knew the answers -«
not to gusss. For obvious reasons, the participants were asked not to
sign thelr names to their papers. At the completlon of the course
the same test was again administered with similar explanations and
instructions not to sign their papers.

A comparison of the correct answers on the first tost with those
+n ihe second test showed a positive improvement as high as 35% in
. »%tain areas, but with an average improvement of atout 18% to 20%.
“#xpn appeared to te no clustering of questions missed either time the
*#3t Wwas adminlistered, thus tending to indicate that the course was
“ alanced in its approach and did not cover one ares to the exclusion
i others, On ihe basis of the test results, we could state that the

Institute was successful in significantly raising the managerial knowledge
level of the participants.
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Interviews

During the time in which the Institute was hald, this evaluator
had the opportunity to spesk with virtually overy participent and get
his reaction to individual classes as well as the Institute as a whole.
Random interviews were held throughout the duration of the Institute,
and written comments were made at the complstion,

Mmost without exception the students appeared to te highly
motivated, enthusiastic, and eager io attend the course. This high
level of enthusiasm appearsd to continue throughout the entire senquence .
Thelr comments were especially strong about the high leval of competance
of the instructors. In addition, they frequently ramarked that this was
one of the most beneficial courses they hed ever attended and felt that
they had come to grips with the problems of their departments and how
to improve their operational efficlency.

A few of their written but unsigned comments are:

®Recolved a clear understanding of my role in the orpanizstion.

I also discovered some of my many weaknessus and through the instruction
of the Institute and this course, I think I w41l be or try to be a
better supervisor.®

¥ feel that I gained very valuable oxperiences from baing able
to assoclate with members from other (police) departmants.”

" have learned the manager's role in an organization. Better
understanding of how and why people in the organization act and react
4n the manner they do. Have a better insight into the rmanagement
program as 1t related to using personnel to reach the goals of the

department.”



242,

"Have attended courses dealing with management at some of the
outstanding universities, but this 1s the best I have ever attended.®

"Better understanding of the functions of managsment."

"I now feel that I am better able to understand the problems I
deal with with respect to the cause behind the problems rather than
the problems alone.*

"Have as many police officers ard thair departments exposed to
this course as possible,”

"I now understand myself and my Job better.

*I now have a better insight into mtriagement at the public level
and solving public problems,"

*I know now how to set objectives and goals to attain better
results,®

"I have an entire new concept of management as a whole,"

"Have a better and broader knowledge of organization management

that can be applied to future needs of Police Department.”

Classes

Tha clazses were taught in an atmosphere of friendliness and
relaved discussion which was conducive to learning. The students appeared
to be interested, attentive, and alert most of the time. There were,
of course, some #xceptions,

The classes as a whols were well structured, the subject matter was
wpll covered, and considaring the time available and the heterogeneous
backgrounds of the students the emphasis and level of instruction
was appropriate.  In addition, there was a good balanca of emphasis

on topics covered, particularly in the areas dealing with management
’
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budgeting, planning, directing, human relations, and organization.

Instruction

On the whole, the instructors represented a most capable group of
able teachers with the capacity to excite the lmagination, generate
enthusiasm for the subject under dlscusslion, and relate genaeral theory
to the specifics of departmental operation., All were quite competent
in their areas and appearsd to have a redl mastery of their subject.
On the basiz of my observations of virtually every instructor, I would
rate them on the average as excellent, with a few deserving quite

superlor ratings.

Texts
In the opinion of this evaluator, the textual material was the only

really inappropriate part of this course. The management text as such is

an excellent ook of reédlngs but not appropriate for this course. In

my opinion, a more basic and developmental approach afforded by some

other text would have been mo;e suitable for this particular group,

This negative aspect, however, was offset somewhat by the significant

and appropriate outlines and other hand-cut material supplied by

individual instructors.

General Obssrvations and Recommendations

On the whole, this Institute could only be rated s excellent, Ths
subject mattei, the instructors, the facilities, and the organization
wore all well above average. Deépite this excellent rating, howaver,
several areas appsared to warrant further experimentation andfor

consideration for possible improvement in subsequent institutes,.
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If appropriate, for example, a greater use should be made of
visual material -~ especlally films. Though the old sav of one picﬁure
and a thousand words is not always true visual materlials do involve
the student and frequently present material with a greater impaoct than
the instructor could under sterils classroom conditions. This is
especislly true with individuals who are not used to listening to
lectures for extended periods of time.

Another possible thought would be to-consider the appropriateness
of structuring one or itwo evening discusaion sessions aach week.

These sessions could cover problems related to various phases of police
work and management, and might help to shore up the class material.

Some consideration might also be given to introducing more partici~
pative techniques in class. More role playing, critical inecidents,
cases, problems, and the like might be used to an advantage.

Finally, one minor point involves the length of class periods,
Sume of the group appeared to become rutivi after about forty or
41ty minutes of lecture. Perhaps some thought could be given to the
»3tsdbility of, say, fifty-minute periods rather than ninety.minute
weeiods.

All of the above when viewed in the perspective cf the entire
astituto are obviously minor in nature, If effectively incorporated,

-wever, they might well serve to improvs to some degree an already

excellent program,

OLEA PROJECT NO. 087

BRIEF SUMMARY
FINAL RARRATIVE REFORT

SUMMARY EVALUATION

Sponsored By
ARKANSAS LAW ENFORCEMEXNT TRAINING ACADEMY
219 National 5l1d Line Building

Little Rock, Arkansas 72201



A7

A BRIEF SUMMARY OF OLEA GRANT MO, 087
Por Police Administrative Training for
Arksngas law Knforcemant Supexvieors

Need for traiuning of law enforcement personnel in Arkansas Has been reco-
gnized by most officisls of the administzation of tha criminal justice system
for many yeazs.

A grant for $33,251 vas approved by the Office of Law Enforcement Assistance
U.9, Department of Juatice, October 11, 1966, for the period, October 1, 1966 to
October 31, 1967, to give intansive in-service training to Arkansas Law Boforce-
ment supervisory parsonnel,

Clovis Copaland was employed aa apecial projecta diractor on Qctober 15, 1946
and Mrs, Wanda Lopee was employed as the secretary-bookkeeper & few days later.

Following confersnces with many police training officiala, it was determined
that the four main topies for training should be: Commnity and Press Relations
Palice Management, Police Sclence sud Basic Law for Lav Enforcemant Officers.

It was aloo determined that it would be necessary to hold the classés during
the day whes the tize demand on police supervisors {» at a ninimum,

A coutract was made with the Univereity of Avkensas School of Law to resesrch
the legal £lald with a view of providing a banic courss. Thie, they fournd, wag
a puch grester task than they at firat assumed 1t would be, and 1t required 40
sanfor law students and four law profassors iwore than xix wonths to comgiate
courses on seven different topics,

An agrecwent was aleo veachad with Arkedsas State Teachers College (which
later changed its name to Statd College of Arkansad), for an avaluation teaam.

They were inatructed ro deterains, if possible:

1 Recaptiveness of the students to the ingtruction,

2, Mathoda of improving tha daily instruction methods and materials.

3. The best mathods of toaching law enforcemant supervisors, including
length of lessons, type of lagaon materiale, lastructional techufques which
seem to be the most effectiva.

4, What the coureas were accomplishinog.

3. Effectivensses of the projuct.

6. Racommandationd for future in-sarvice teaining progrima.

The beads of avory major police organizstion ia the state wsg contacted and
each promised full cooperation in the treining program. Many expreasad great

eathuslaem.
PRECEDING PAGE BLANK
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But, when it came time to reglster, many of the dapartment hosds complained
of nmanpower ehortages and the genaral unavailability of man.

The rasult was that 2 comparatively small number of departments which were in-
terested most in progress snd training, sent most men to the clazses and those
who necded the inatruction most stayed away.

We made a apecfal effort to get attendance from the smallest departmente.
This met with little success.

Tho total numbar of etudentn wac 386. The original plan was from chief
through the rank of sergeant, but exceptions wera made in departments which had

no established ranks, and for dopartments who had men who were in line for pro-
otiona.

In two instances, the city managers considered themsalves as head of the
police departwents, above the chiefs, and were accepted, Hunicipal judges and
city attorneys, circuit judges and prosecuting attorneys and other city, county
and municipal officiels were invited to attend specific clascas where certain
financial and personsel problems were under discussion.

This seemed to bring a new perspective to the officials in sowe instances.

We also {nvited certain members of the State Legislature to ait in when
discussions wers undervay on mininmum standards snd training problems.

A survey of police agencies of the st:ate revealed that on-the-job training
1as about the only type education in law enforcement most recruits were raceiving

Sclection of new officers was largely political, with little amphasis on
» +kground or training. Intestinal fori:itude and the willingness to work looz
@ty for low pay was the principal employment policy for many dspartments.

Little Rock, Horth Little Rock, Fort Smith, 7aystteville and Springdals,
s» with a faw other departments had established regular recruif training

_ sms. These training programs vary greatly in time, subjects and training
EEN

In practically all police agencies, training is cooducted when the tine and
- "ypower is available. The Arkansas State Police and the Little Rock Police De~
s 7toent have established regular recruit training programs of two full veeks
“ «¥yre the officers are issued guns and badges.

However, exceptions are made by the State Police, and sowe are placed in
gservice withoul any preliminary training except on & district basis.

After conferences with officiala of the Office of Law Enforcement Assistance
in which it wes pointed out that moat polico supervisors could vot lesws thelr
stacions for a mooth's training on a full-time basis, 1t was decided that the

training program bs revised from the originsl gﬁnc plan; to tha day-time proe
grams,

A BRIEP SUMMARY OF OLEA GRANT KO, 087 Cont,

Banjanin Brashssrs of the ow\f’ was most helpful in working cut these changes

eland and Brashoars met at the School of Governsent, University of Horth
mrolfong and couferred with inmstructors there sbout polica training mathods and
techniques,

They also visited tho OLEA closad~television project for South Carolina and
obtained further ideas for training curricula &nd mothods,

Copeland visited state and local police traintng programs in Gaorgs, Algbam
and Miseissippi for the same purpose aod the Police Training eudm for ¥zmphio,
Tenn., municipal police and the Shelby County (Tenn,) Sheriff's Department.

It vas learned that most supervisors felt that they could not be eway from
their otations overnight, and could not travel more than 50 miles to the clasces.

Since week days seemed to make tho least demand upon time of tha police
supervisors. So, it was decided to hold the classes in four separate sections
of tho state: Little Rock for Cantral Arkansas and the larger departments, gen-
erally; Payetteville for Horthaast Arkansas; MNonticello for Southeaut Arkansas
and Hope for Southwest Arkansas.

Smith and
Later, it developed that a large number of officers from the Port
West Oentt:al Arkansas ares were being left out, 80 arrangements were made to hole
classes at the Goldman Hotel, Fort Smith, which proved to be one of the most
successful of the project.

Lodge. At Jonesboro,
At Fayetteville, classes were 4p the Downtown Motor

they wers in the beu;utul Renge Student Centar; at Monticello at Arkansas A.& M,
College and at Hope in the Diamcnd Cafe.

To conserve time, lunch was served in the same building with the claesas,

Hotel at Little
The classes opened January 30, in the CGrady Manning Motor

Rock and closed Priday, Classes were from 9:30 a.m,, to 3:30p.m., 8.“:‘1117.
The sime schedule was followed at Payotteville, Jonesboro, Monticelio ‘nd op;:
in that order on consecutive weeka, with the same teaz of instructors and eva
wators.

f Desha County;
The Acadeny Comaission composed of sheriff Robert S, Moor o
Lt. Col, Carl :{ Miller, assistant director of the Arkansas State Poli: a:dl
Chief of Police Hollis Spencer of Fayetteville secved as consultants and thelr
advice and counsel proved invaluable.

fef R.E. Brians of the Little Rock Police Department; Chief Ray O. Vick
of thgiﬂorch‘l.ittle Rock Police Department and Csptain D.M. Cox and Lt. Rugene
Crist, training officers for the Little Rock Police Department, and “:.id Brown,
special szeat, Federal Bureau of Irvestigation and Herbert Hoxie, dépecid :gentnt
in charge of the Little Rock FBI Office, were most cooperative in the devalopse
of the curriculum and the selection of the instructors.

* Mr. Brashears left OLFA in September 1967 to complete doctoral studies at
Michigan State University.
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He P, HArgls, 8 former superintendent of rhe Arkensss Boys Industrial School
oow ap lostructor in Adult Educatlon for the State Departmant of Bducation, was
sssigned by that department to the project on & full-time basis.

He was destgnated 48 the coordinator, He introduced the courses & « i. \t-
ructors aod taught some of the coursas.

The £irat series, Community Relations,involved toptea which would show the
supervisors assistance avallable to them by other sgencles and organizations, and
how claser tias with the communiyt could assist tham in crime pravention and law
saforceagnt .,

Col. Ernest McDeniel, vetevan plans and training officer for the Arkansas
National Guard, told how the Guard could assist in caergenciea; how to obtain the
assistance; legal basis For mactfal law and state militis agsiatance; disaster
and emergancy aid, and equipment and manpower avallsble to local and county peace
pfffcers from the Nationsl Guard, aad under what circumstances,

He pointad out that the way Arkensas Guard units are situated, thera was
one near each polfce ygency, and the police commander should sork closely with
the Guard unit comsander, so cooperation could come quicker and more effectively
vhen and 1f it occurrad.

Colonel McDanfel providad a mimeograghed synopsis of his informatian.

Riots and crowd coutrol was alac divcussed and demonstrated by Guard office
under Colonel McDaniel's direction, -

Colonel Miller explained that the State Police was thers to assiat local
ofiicars--not tv supersede them. He said thera vap at 1sast one State Policoman
in each county and he assurad their cooparstion.

The director of the Weighta and Maasures Division of the State Righway De=
partment told how hic officers were inatructed to assist local authorities, eape
sciglly im law enforcemant procadures involving highways, such as wrecks, traffic
Jams and rosdblocks. 7he Highwaey Department’s Divinion is concerned with enfarce
sent of weights and measures standsrds for motor transport vehicles,

Paul geott of the Little Rock Office of tho federal Burzau of Iavestigation
was the instructor in a most informetive course on probable causes for arrest amd
searches and selzures.

This was included in the Contiunity Relations courssa, largely, becauss of
the recant court decisfons affecting radical changes in field operations of wmost
policc sgencies. ’

. He discusead the changes which had to be made to bring police practices {a
1ine with rhe court dectsions,

Crice prevention was stressed by HMrs. Loufse Hall, State Depertment of Zde
ucation, wha gave instruction in the prevention and detectfon of shopliftera,
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She explained that since patrons demanded that merchandise be placed out in
the open for freq exsninstion, and the devalopment of aelf-servica merchandisiug,
shoplifting sod becoms mors ax ensive and commonplacs. e

She said that the total
total profit to the owner.

t lost by shopk

¥

pers wes probably equai to the

J.A, Bavdloser, security officer for Southwastern Ball--Arkanses, explained
how telephons authorities could cooperata in type apprehension of criminals.

He alvo described socurity problems of the tulephons system: thefts from,
and damags to, coln telephone bozan; tkafto of coppar wire aod other materials
from telephous lines and inatellstions, and security problems {svelving frzsls
enployes who gat off and come te work at uousual hou:vs.

He alab dascribad problems connocted with credit card zziis.

A tsam fxom the Pina Bluff Arsensl, an Arkansas lunctallation of tha U8,
Arny Chemical Werfare Service, dhcuue:{ and desongtratod the idontification of
dangerous gases snd explosives aod how to haandis and secure them until dataile
of ths Arsenal zould be contscted for dioposal.

Mr, Hargic discussad industrial communfcations, and its effect on police
dapartments; how an officar could comzunicata hic idens and orders to his super-
vigors and sub-crdinates,

Captain M.D, Cox of tha Little Rock Poline Dapartweut discussed tha fwpor=
tance ofp keeptns‘ndequan racords, He said his departmsat hod little difficulty
showing tha naed for incressed wanpowor and facilitios after it started keeplng
foll and adequate records of the departmaut’s detivitias,

He gave each student 8 sst of record forms used by his departmant, buk ax~
plained %hx: sach dapartmant. should adapt them to fit their own situatfons.

h day
He s31d each officer on his force spent az avarsge of one hour sac
seking out records. Ha a®id he coneidered this the most profitsble hour spent
so far ap the Department is concarssd.

Problema srcieiog with relatfons with the news medis werp discuzsed io des
tail dy a pancl congcd of Hes, Louige Dowker, wmonager, Arkansas Press Agso;- .
{stion; Ted Biggs, directsr of newe and pudlic relatioas for RARK, a Little Roc
radio-television station; James D. Camphell, regional manager, United Pn:u-}t‘nter
cations) News Bervice; Robart 8. McCord, edftor, Horth Little Rochk Tiwes; Jg 1y
Troutt, editor, Joneshoro Sun; »nd Clerk A. Ralston, news editor-camersman ::
¥RV, 8 Littie Bock talavision station,'who i3 also chairzen of the 8Scate Poliea
Cormission. : .

Thay discussod methoda of improving police-news medis relations; the probe
lema of :otting information correctly end apeedily during disasters and mtgen-
clas; how nows msdia could assist police agencles, and policiaa e;tnblinhgd ¥
press services and newspapera in pre~trial publicity aod coversge of cva-the-scens
crimee and other emergsncies,
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News modia representatives pledged cooperation with police agencies in the
establishment of a media-officer who would work with the news wedia in developing
policy and carrying it out so the pudlic could obtain legitimate information,
quickly and accurately.

Responsibilities and privileges of the presa and police were discussed at
length, resulting 1o & much bettexr understanding of the complex problems involved

The sacond course in Police Management was conducted.by two {nstructorx and
lopson materials furnished by the Internatfonsl Associaticva of Chiofs of Polica.

The {nstructors wara Paul A, Bohart, a membar of tha IACP regular steff and
former Chief of Police at Tuscon, Ariz., and Capt. J.P, Arnold, in charge of per~
gonsl and training for the Texas Department of Public Safety,

This course included training in pereonnel selection and training, organi-
zation of & police department, {cportance of supervisfon, techniques for supere
visors, selection of supervisors, responsibilities, promotions, inspections, re~
lationships with subordiustes and superiors and managemeats policy-making, dece
islon-making and financial and organizational management.

Their regular two-weeks course was crammed into the ons-week course. Texte
books prepared expecially fur the course, were retained by the students for fur-
ther study.

Third course was Science in Law Enforcement dealt laxgely with obtaining,
preserving and presenting svidence; the science of golving crimes and catching
criminals, and the sclence of crima prevention.

It also includes courses in eociology and paychology of criminals, sex in
“gime, juvenile delinquency, usa of photography in crime and the necaasity of
¢+iza laboretory reports in the assistance they cau be in solutiocn of crimes
a4% apprehension and conviction of the guilty.,

June P. Bowling of the National Automoble Theft Bursau described the impor-
$4.%8 of investigating automobile thefts; catching suto thicves and recovering
+ »len vehicles,

fa also eoumerated assistance available to law enforcement agencies {n pre-
~enting vehicle thefta and in catching autcmobile thieves and recovering stolen
vehiicles, '

The Fourth Course was Basi: Law for Law Enforcement Officers. It included
the legal and geographical jurisdiction of local, state, foderal county peace
officera, and private sgcurity officers and detectives,

Toples covered included the Constitutional Rights of the Accused, Arrests,
Evidénce, the Substantive Laws of Crims, Search and Sélgure, tho Philczophicel
Roots of Criiinal Justiée, Civil Liabilities of Law Enforcement Officers, the
Constitutional Rights of Law Boforcement Officers and Recommendations of the Pres-
ident's Commission on Crime and the Administraticn of Criminsl Justice.

A BRIEF SUMMARY OF OLEA GRANT NO. 087 Cont.

by the Univereity
The Law Courses and instructional muterial were prepared &
of Arkaneus School of Law Under the supervision of Dr. Ralph A. Barnhart, Dean
of the School and Professor James W. Gallman, former assistant U,S, District
attorney. .

tudento in doing
The school used the ssrvices of nore than 40 senfor law s N
the research for the project. The students and instructors visited police agen
cies in various parta of the state; rode in patrol cars and observed the police
operatfons during more than Six months spent in research on the project.

It developed that there is very little legal basis for many police operations

especially when {t comes to a divislon of functions and jurisdictions between State,.

county and local police officials.

They discovered that most of the law enforcement operations and practices
were based largely on tradition and cuatom.

Conclusions

lice supervisors
From close contact, observation and association with the po ‘ T
before and during the Iife of this project, I have drawn the following concluss
fons:

i ining Agency
1, There 18 a great need for a State Miniwmuia Standards and Tra

which can set minimum requirements for employment and service as police officers.
These standards should be physical, educational, meantal .and moral.

2. There must be some educational program originated wh wch will provide
basic and elementary training for police officers at the sma:l town and rural
level. These courses must include basilc law for peace officers, collection, pre-
servation and presentation of evidence; probable causes for arrest and search
and seizure: The constitutional rights of the accused; legal jurisdiction of
law enforcement officers; basic elements of crime prevention; respousibilities
of law enforcement officers, and community relations.

ion more attract-
3. Some system must be devised to make the police pgofess c

ive. Job security, retirement provisions in-service training, paid hospitalizae
tion, disability benefits, shorter hours, and other fringe benefits, plus higher
pay would help.

1 sted their
4, Because local and county taxing agencies have largely exhauste
revenue«producing ability, additional money for better salaries and equipment
must come from state or federal subsidies, or new sources.

5. Peace officers should not be required to have extra jobs, known as
"moonlighting", in order to maintain a decent standard of living. HMost of the
officers with whom I discussed the problem said these jobs laft them little time
for home siudy. or time to attend special courses or schools.
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6. There must be developed an extenaive community relations program to
teach taxpayers the terrific cost of crime and the importance of gocd. law enfore
cement, 88 well as the necessity for community cooperation in crime prevention
progratis.,

7. Closer cooperation betweon the various police agencles, sud with other
units of the Criminal Justice Systeém must be developed. There are areas in Ark~
ansas whare there is little communicatifon between police agencies and the pros-
ecuting attorney or the judges, except during appearances of the sfficers in
court., There has been little ipitistive in many places for any Lnteérhcnage of
idzas between these groups. In some instances, this situstion has extended to
the police services.

8. Police superivsors must assume & greater policy-making role, especizlly
in the adoption of new lsws snd ordinaces. In far too many jurisdictions, police
officials are not consulted about requivrements for enforcement of new laws, or
whether proposed laws can be enforced, and what the enforcement costs will be.

9. Many laws are adopted in various jurisdictions, but few are ever re-
pesled. Some agency or group of agencies should begin a campaign to eliminace
obgsolete and unenforceable laws and ordinances and modernize other laws and stat-
utes so they can be #nd will be enforced. Lawmakers must take the lesson from
history that morals cannot be legislated, and laws ohould be passed for. the pur~
pose of keeping the peace,
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ARKANSAS LAW ENFORCEMENT TRAINING ACADEMY
CRANT WP. 087
HISTORY

Ia June, 1966, Mr. Courtney Evaus, acting director, Office of Law Enforcemont
Assistance, U,3, Department of Justice, spoke at the anaual convantion of the Arke
snsas Law Enforcement Officers Convention at Hot Springs, Arkancaa.

He discussed some of the objectives of hia program and an application vhich
had been filed by the Arkansas Law Enforcement Training Academy for a grant of
$33,251 to train law enforcement supervisors in Arkansas.

The grant was approved October 11, 1966.

On October 15, Clovis Copeland was employed as special projects director and
Mra. Wanda Lopez was employed as secretary,

Need for supervisory tr-ining in Arkansas law enforcemont was well known bes
cbuae few had recelved any type of formal police training.

On-ti:e~job experience has been the principal media for the dissemination of
rechnical knowledge until a few yeats ago, when the Arkansas State Police insti~
rited a short training program. This utilized facilities and training officers
£ rke Arkansas Natfonal Guard and the instruction was general and military {n
S Lupe.

Lfttle Rock Police Department instituted a regular recruit training progran
"'~ years ago. This was followed by similar programs at North Little Rock and
Yozt Smith, with the Senton Police Department using the Little Rock training pro-
Cyvsmoon & limited basis,

Officers of the larger wunicipal departments have been going to the Pederal
Bureau of Iavestigation Academy for several yeers, and a few officers from these
departrants bave utilived NHorthweztern University Trafflc Institute courses und
a limited number have attended special instruction at Kansas City, Missouri, Louls~

ville Xeotucky amd Houston Texas.
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The oxigioal plan under tha grant was to corduct classes on a full-time basfs
for two weeks at five different sites in Arkansas.

This scemed to have the enthusiastic support of most of the police supervisors
{n the state during the planning stages, but when it came to a datermination of
who would attend, it developed that anone of the chiefs of police could spare that
much time away from their departments snd few of the captains and licutensats.

After conferences with OLEA officials, it was decided to rearrange the classes
8o they could be conducted at timen when the time demand was least on the police
supervisors, and permit them to travel to and from the clagses daily,

The Arkansas State Department’s Adult Education Divisfon was contacted. They
agsigned H, P, Hargis, a specialist in that field to the courses on & full time
basis.

Besides a sound accademic background, Mr. Rargis served for about 10 years as
superintendent of the Arkansas Boys Industrial School, a correctional institution
for white delinquents at Pine Bluff., The name of the institution has since been
changed to the Training School for Boys.

Mr. Hargis served as co-ordinator of the classes.

Por curriculum developement, we relied heavily on the following:

Chief R.E. Braina, Capt. D.M. Cox and Lt. Gene Crist of the Little Rock
Police Department. .Lieutenant Crist is the training officer, and Chief Brians wag
a pioneer in the organization of police training for his department.

chief of Police Ray 0. Vick of Korth Little Rock, who probably has sent more
officers from hie Department to police schools than sny other chief in the state.

Raymond E, Stephenson of Monticello, a coroner for a quarter of a century who

has worked closaly with small town and small county law enforcement officers.
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RISTORY CONT,

Ed. Brown, veteran training officer for the Federal Bureau of Investigation
Little Rock Reglonal Officae,

Carl L. Miller, asaistant director, Arkansas State Police, who has baen 2
pioneer in promoting education and training for peace officera in Arkansas for
30 years.

A contract was negotiated with Dr. Stlag Snow, president of State College of
Ackeusas (formerly Arkansas State Teachers College) at Conway, to do the evaluation
for the courases.

They sent Dr. Joel 0. Keeter aud Dr.. Austin Glenn to Warrensburg, Ntssour{,
State Teachers College which has s degres course in Police Science and Technology
to study curriculum and teaching techniques.

The two professors returned to assist vith Curriculum Development and also
outlined a series of evaluation tests to be 8iven At the conslusion of each series
of courses.

Dr. Keeter received his B.S, degree frow Northeast State College, Thsléquah,
Oklshoma, fn 1934; M.S. in 1936 from Oklahoma State University and 2d.D, in 1962
from the University of Tulsa.

He was a tescher and guidance counselor for 19 years in Tulsa, Oklahows, public
schoole; sssistant superiatendent of schools, Tulsa County, Oklahoma, from 1953-64;
director of Guidance Centar, Misslasippi College at Clinton, Migsissippt, and is
associate professor and counsaslor at State College, currently,

Dr. Glenn 1s desn of education at State College. He received his B.S from
Artangas State College, Jonsasboro, in 1949; M.A, from George Peabody College,
Nashville, Tennassee, in 1952, and Ed.D. from University of Arkansas Payettaeville,

He was a tescher and superintendent of Schocls at Cave City, Principal of
Wynne, Arkansas High School and prineipal of Pine Bluff Bigh School, Pine Bluff,

Arkansas before joining State Gollege of Ackausas as sss{stant professor of education

HISTORY CONT,

and f£ield coordinator of the National Teachers Corps, &s well as dean of education

They assisted by President Snow, Dr. A. E. Burdick, Fb.D,, dean of tha colleg
and chal en of the Evaluation Committeas; Dr. Audie J. Lynch, Chairmen of the Dep~
artment of Education and professor of Education; and Dr. H.B. Hardy, Jr. Ed.D.,
director of General BEducation and Basic studies, also associate professor of Ed~
ucatfion,

The Evaluators sttended ar least ons sasaion of each course at each site and
consulted with {nstructors and the co-ordinators sbout problams, changes in the
course which the students filled out,

In order to obtnin a mors frank expression, the students wers told they need
not sign the evaluation sheets if they did oot want to, and m&ny of them did not.

It wvas explained by the Evaluators that the {des behind the forms was to find

s more effective way of Llmparting information nesded by peace officers.

Despite a request for frankneas, many of the peace officers wera reluctant
to write down criticiam.

For some, it was the first and only clasarocs trafining they had received in
the field of law enforcement,

The English gnd misspelled worde indicated that soae lacked basic educstion.

Near the outset of the project, Copeland visited the Institute of Government,
The University of North Catolina at Chapel Hill with Ben Brashears, then counected
with OLEA in a supervieory capacity. ’

They attended the Law Enforcement courses there and conferrad with Norman E.
Pomrenke, dean of the School of Law Enforcement.

They also visited the closed circuit television project fisanced by OLEA in
Sonth Carolina, and Copelend also viewed Law Enforcemant training programs in

Georgia and Misaisaippi.
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ARKANSAS LAW ENFORCEMENT TRAINING ACADEMY

- GRANT KO, 087
PERSONNEL

Personnol of the courses offered a wide vartety of social, economic, educate
lonal and religlous backgrounds, with correaponding differentials in experience,
eage and ability.

Some of the students vere "eagery but this did not follow any particular pate
tern of rank, age or experience.

One member of the class was the chisf of police at Eudora, a small river town
in Southeast Arkansas, who was 72 and who had been 8 law enforcement officer 51
years.

The Chief of Police at Monticello (Drew County), and the Sheriff there were
woth gra&uaced from college.

) The Monticello classes probably represented the group with the highest acca~
demlc standing, with at least five degrees in the class. But {s also had some of
she poorest students from this standpoint.

While these classcs were composed of officers who were more accustomed to. rec-

' ing-classroom {inatruction. Thia wae demonstrated fn the uote-taking and clasa-
Ve <onduct.,

the period following lunch was the most difffcult, After the first two ses~
- tns, we made modificatfons in the ‘schedule to allow for demornstrations which
':'.?;!la permit some phyeical activity among the officers.

‘The greatest variety of officers were in the classes at Payetteville, It
included amall town marshals and constables, to the crack, sharp supervisors from
the Payecteville and Springdale municipal departwents, The Springdale group in-
cluded an oﬁtcer with a master's degree in child peychology who is working on his

doctorate.
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PERSONNEL CONT.

Turnoil at one of the Stato Privon farme made it neceasary to transfer a
1arge nunber of State Folica to the prison. This reduced the personnsl im all
State Police districts dnd reduced tho number of State Police officers .

This not only reduced the number in soms classes, but eliminated gome of the
better grade policemen from the ranka =% the courdes. ALl State Police have had
basic training. Moat of the officera fn the municipal acd sheriff's department
have not.

Because of the wide diasparity of educational backgrounds and exparience, it
wvas decided not to give written examinations or grades oa the courses.

The courses did, however, indicate a strong need for basic kducation courses
£o0ug lew anforcement officers, with emphesis on writicg, spelling aud basic Eag-
1ieh. '

Evaluation shects distributed at the end of each course showed that some of

the more experienced officers could not spell such worde zs "burglary", 'larceay",

“Stolen" and weny others. At least one wiasspelled the name of the city for which

he worked.

A list of the students, by classes, 1s attached:

NOTE: THE LIST OF STUDENTS HAS
BEEN DELETED XU THIS
DISSEMINATION EDITION
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ARKANSAS' LAW ENFORCEMENT TRAINING ACADEMY
GRANT, NO. 087
FPIRST OOURSE
OQOHMONITY RELATIONS

The first series of courses was designed to shov law enforcement off{cers what
assistance they could obtain from other agenciss and organizations, and whet coaper
ation was sxpected of them.

Generally, the course were opened by the chief of police or slierfff at the
site. This was followed by an oxplanation of the purpose of the course, {t» apon~
sors, mechanics and inatructors.

Lt. Col. Carl L. Miller, assistant director, Arkansas State Police and secra-
tary of the Arkansas Law Enforcement Tréiaing Acedemy, discussed the role of the
State Police; how it ecould cooperate with local pesace officers, aad the facilities
it had to offar them.

Be &1#0 expluined functions of the Arkanvas Law Baforcement Training Academy,
and how {t could assist in training recruits and re-training expsrienced officers.

Col; Ernest McDaniol snd a team from the Arksunsas Natfonsl Guard explained
Frocedures for requasting sssistancs of the Guard {n cages of emergency; laws uader
which thy Guard functioned, and the importance of & close lission between Guard
unit comnenders and lacal law enforcemsnt officers,

He 8lso discussed lews under which pesce officers could demand clyvtuan
asalstance; control of riots and crowde, and emergeacies,

H.P. Hergis told about the Stare Bducation Department's Adult Education pro -
graa sud hov 1t conld put on classes for local peace offf{cers, merchants and
others--especially an esteblishmant secyrity courge.,

Roy L. Johnson, director of zhe Welghts and Standards Division, State Aighway

Depsrtment, seat z rapresentative to each of the sésaions to discuss the work off

COMMINITY RELATIONS CONT.

his ouforcament offfears and how they could sssist lavw enforcement offfcers with
peresonnel snd equipment,

Becauss of recent U.S, Supreme Court decisions and the necessity of locsl law
enforcement officers to make changes in procedures in srrests and seerches and
sefzures, vwe made £ change in the schadule $o perwit lastructlion in these topica
and thelr impact on lsw enforcsxent.

These handled by & team from the Little Rock Office of the Federsl Buresu of
Investigation headed by Harbert Hoxie, epecial agent fn charge and Special Agent
Paul Scott,

A tesm from the Pine BIuff Arsennl Chemical Warfare Depot, under the direction
of Lt. Donald R, Howe, sxpilsined the identification and havdling of euplosives and
gases.

Mrs. Lovise Hall, State Department of Pducaclon, described ths science of
shoplifting; its financial impact on merchsats; how to cope with shopii{fters and
the legal technicalities concerning the{r arreats ond prosecution.

Mx, Hargis explainad the fmportance of industrial commuimications and the pes -
esuity of cooperation between industry, commerce and law snforcemont officers, He
showsd & motion picture on the subjact.

J.A. Handloser, security officer, Southwestern Bell Telephone Coupany, descrited

the latest techniques in trecfog obscene telephone calls spnd explained legal tech-

nicalities connected with intercepting them eod srreats and prosecutfon of pects
Be &1so digcussed security measurgs for femsale employes going and leaving
the(r jobs at fxregular hours; industrfal thafts, and larceny of telephone boxes

and misuse of credit cards.
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COMMUNITY RELATICRS CON’I“.

Be gave dewcustrations of bresking o xubbing telephons coin boxes, and
displayed various types of tools used in those robberies, and the mothods of op-
eration.

Yolice records, public and private, were discusged by Capt, M.D. Cox of the
Little Rock Police Department. He told of the importance of complete records to
& department 88 a means of proving tho need for additional funde and wanpowsr.

He 2180 described how his department made a profit cff come records and why
they refused to make public other recordas. He said tha average meambor of hic &ep-
artment spent & minimum of one hour a day on records and they had found that this
o probably was the‘ma't profitable hour, as far as the department 48 concernad,

Adequate records enanbles his department to m};e better use of wmanpower and
equipment; helpe them make more cases in court, and provldes a better service to
-the public, he eaid,

A panel on the relations with the news media vas conducted with tha following
participanta:

Mra. Louise Bowker, manager, United Press Aspociation, who discussed pre-trial
r.1icity and general relations with press services and newspapers.

James D, Campbell, regions’ manager, United Press-International, wvho explained

-+ newa services generally expected in the way of cooperation from police offic~
«#iv, He explained tha necessity for speedy coverage of certain types of events
a6 a public service.

Ted Biggs, director of unews and . public affafirs for s Little Rock radio and
television station, discussed cooperation between radio, tolevision and law
enforcement agencies. He urged designation of a press officer who would be re-

sponsible for fast and accurate reporting of facts to the newe media.

COMMURITY RELATIONS CORT,

pobart 8. MeCord, sditor and publisher of tha North Little Rock Times and a
past pregident of ths Arkansae Press Aseociation, described the kind of cooper-
atfon & newspaper cogld provide for lew enforcement officers and the type of co~-

operation the press axpected.
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Fample Schedule for First Course Series

SCHEDULE

TRAINING COURSES IN COMMURITY RELATIONS POR LAW EXPORCEMENT SUFERVISORY PERSONNRL

Conducted Hy
ARKANSAS LAW ENFORCEMENT TRAIMING ACADEMY
In Cooperation With

OPFICE OF LAW ENFORCEMENT ASSYSTANCE, U, S. DEPARTMERT OP JUSTICE

11:00 a.o.
11:30 &.m,

9:30 a.m,
11:39 a.m.

12:15 p.a.
1:00 p.u.

9130 a,m.
11:00 &.a.

12:15 poa.
1500 p.m.

9130 &.m,

11:00 a,a.

12:15 p.m.
1:00 P.m.
2:30 p.o.

HMOWDAY, JANUARY 30

Ortantation by Acadety Staff

Welcome and Address, "Psychology of Leadership”, Chief R. L.
Brians, Little Rock Police Department; Response by Chisf Jin
MeClintock, Banton Police Department

Lunch

Cooperatfon Among Agencies Interested in Lav Enforcement.

Lt. Col, Carl L. Millar, Assistant Chief, Arkansas State Police;
Herbert Hoxie, Special Agent in Chargs, PBI; Col. Rruest McDaniel,
Arkansar National Guard; H. P, Hargis, State Education Department;
Hugh Hackler, Arkansas Game and Fish Commission; Roy L. Johanson,
Weights and Heasures Division, Arkansss Highuiy Department; Col.
George ¢, Armstrong, Ark 2 Law Boforcement Training Academy.

' TUESDAY, JANUARY 31

Probable Cause for Arrest, Faul Scott; Special Agent, FBI
Lunch .
Search and Sefzure, Paul Scott, Special Agent, FBIL

WEDNESDAY, FEBRUARY 1

Identification, handling, ges, chemicals, explosives, Lt. Donald
R: Howe, Pine BIuff Arsenal

Comercinl snd Industrial Security, Mcs, Louise Hall, State
Departuent of Rduestion

Lunch

Continuatica

THURSDAY, FEBRUARY 2

Industzial Communications, K. P, Hargis, State Dept, of Education
Telephonas and Law Enforcement, J. A. Bendlopar, Southwestera
Bell Telsphone Company

Lunch

Continuation
FRIDAY, PEBRUARY 3

Police Records, Public and Private, Captain D. M. Cox, Little Rock
Police Department

Newsa Mediz Relationc, Mra, Louipe Bowker, Mamager, Arkansas Press
Association; Ted Bigga, Director of Hevws and Public Affairs, KARR-
TV Jim Campbeli, Regional Manager, Unitod Press Interunstional;
Robert S. McCord, North Little Rock Timas

Lunch

Continuation

Sumsary and Evaluacion

287

ARKANSAS LAW ENPORCEMENT TRAINING ACADEMY
GRANT O, 087
POLICE VAMAGEMERT

The second gseries of coursss were counducted by the Ince:uation‘al Asgociation
of Chief's of Police Training Divisfon.

Tastructors were Paul A. pobarde, former chief of police at Tuacon, Arizons,
pow on the TACP staff, snd Capt. J.P, Arnold of Austin, Texas, training officer
for the Texas Department of Public Safety.

At our request, they condensed thelr regulsr mamagesent course lnto an in=
tensive one-week trainlaog activity.

The imstructors expiained the Principles of Management to give the students
an yoderstaoding of the nature of administrative work in relation to the work done
by an understanding of the part played by command and supervisory personnel in
improving the management of police service, and 0 give an insiéhc into the broad
activities of management.‘ It placed the foundaticn for various other agpects of
tha course.

Organieationa, formal and informal, desith with the principles of organization
and the proper use of people. It reviewed the activity structure grouping and
relsted activities organizational goals.

The subject fncluded the terminology, "tall" amd "short! organizational stru-
cture which, they explained, is based upon the concept of flattening the organi~
zating to pinpoint responsibilities and step up the decision-making process.

It brought out that within every "“formal” organization, there exists a wore
complex aystem of infarmal relationships and how the menagement and supervisory
ievels may utilize this knowledge In furthering mnageriél aims and objectives in

their police organizatious.
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POLICE MANAGEMENT CONT.

“"Measuring Work Bffectiveness" including setting up strategic control post-
tions and measuring goal achievements. Standards to monitor the feed-back process
for achieving original goals were emphasized. They discussed and explained the
superviaoty-mpegetial roles in measuring subordinate work and evaluating it againsc

& Aet standard with a possible view of adjustment.

"Inspectior &nd Coatrol" was one of the most popular assignwents of the project.

The classes were divided into teams and forwed inspection teamé and the teams tour-
ed the local facilitiea and reported on them.

The inspection process was aimed at observing, reporting and recommending char
ges in & manoer which would not disrupt the organization or upset the social balance
within 1%. ’

Majot emphasis was on priper evaluation and observation in regard to the pro-
208 being observed and 1its correlativeness to achleving organizatfonal goals and
abjectivesr.

A part of the course dealt with methods of control rather than outright phy-
-+.al control. Ecphasis vas placed on the human motivating factors that achieve

-

“ary cooperatisa and compliance. The managerial-supervisory role in the form-
" nrganizations aud the feed back syetem were also introduced. The supervisor y
“*. *n helping measure achievement of the organizotional goals was discussed.
"z\xpervlgoty Selection and Developement® was another important theme.
#=basio vas placed on the fact that the first line supervisors should be detzra
‘.,,..ui;'as and selecting faturcsupervisors and managers for the organization, either
on an formal basis.
A wodel career development program was outqud which may be utilized within

the framework og future selection procedures. Students were intorduced to the con~

cepts of a workable "understury" system and how to identify potential supervisory

material,

POLICE MANAGEMENT CONT,

"Organizational Communications' showed how the way & person says or writes
meassages can affect the listerner or reider and his interpretation of what is bai
written or said.

A practical demonstration was builﬁ into the topic to illustrated the difficul-
ties arising from even giving directions for a simple project. Emphanis was placed
upon communication as an interchange of good human relations and the basic for
achieving organizational coordimation.

The importance of supervisorial and management reporting was effectively bro-
ught out.

Students were exposed to ci!ée problems dealing with practical situacionﬁ
which they were asked to solve, beth individually and as a team. The problems
permittod a great deal of personal latitude in the solutiom. ’

Hand~out material was most effective. Each student was furnished a8 text pook
by IACP.

A copy of this text was forwarded soon after the course waa completed. Since
ve orderéd oniy enough to supply the students, we do not have cogiol to send with
this report. However, they can be obtained from the IACP Training Division if de-
sired.

Other instructors included:

Chief of Police Wayne Hyden, Springdale. -

Lt. Bugena Crist, training officer, Little Rock Police Dopartment.

Capt. M.D, Cox, head of the General Services Division, Little Rock Police

Department.,
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BULLETIN

HERE'S THE SCHEDULE FOR THE POLYCE MANAGEMENT COURSE OF THE INTERNATIONAL
ASSOCIATION OfF CHIEFS OF POLICE:

March 26-31, at the Manning Motor Hotel, Little Rock for Cemtral Arkansss
Law Enforcement Officers,.

April 3-7, st the Downtown Motor Lodge, Fayetteville, for Northwest Arkansas
Officers.

April 10-14, at Reng Student Center, Arkans&s State College, Jonesbora, for
Nartheast Arkansss Officers.

April 17-21, &t the New Science Building, Arkansas A. and M. College,
Monticello for Southeast Arkansas Officers.

April 2428, at the Dizwond Cafe, Hope, for Southwest Arkansas Officers.

THIS HAS BEEN RECOMMENDED AS THE FINEST COURSE AND THE BEST
INSTRUCTORS OBTAIRABLE IN THE FIELD OF POLICE MANAGEMENT.

Courses will include Principles of Management, Audit or Personnel, Elements
of Supervision, Recruitment, Promotions, Patrol and Patrol Distribution,
Evaluating Personnel and Personnel Record Keeping, Problems of Pergonnel
Selection, Supervisery Selection and Development, Deécision-Making, Techniques
of In-Sexrvice, Discipline, Human Relations in Supervision aund Budget and
Personnel Planaing

THERE IS NO COST TO YOU OR YOUR DEPARTMENT, WE WILL PROVIDE
ALL LESSON MATERIALS, :

Classes will begin at 11:00 A,.M., Monday and 9:30 A.M., Tuesday, Wednesday,
Thursday and Friday. They will end about 3:30 P.M,, daily.

PLEASE LET US KNOW AS SOON AS POSSIBLE HOW MANY MEN YOU WILL SEND SO WE
CAN ORDER THE NECESSARY LESSON MATERIALS. FILL OUT THE ENCLOSED CARD,
NOW, PLEASE.

Clovis Copeland
Director of Special Projects

ARKANSAS LAW ENPORCEMENT TRAINING ACADEMY -
GRANT WO, 087
TEIRD COURSE
SCIENCE IN LAW EFORCEMERT

The third Series of courses was built avound modera cachnl;;u“ in lsw onforcse-
ment. lnstructors facluded: '

B 'Brva\m.u,trllnlng officéy, Little Rock office of the Pedersl Bureau of Yuves-
tigation. ' )

Taylor Roberts, specisl ageat, PBI,

¥ilford Rusnels, special agent, PBI,

W.T. "June'" Bowling, specisl agent, Kational Auto Theft Bureau.

James L. Welch; supervisor, U,3, Alcohol and Yobacco Tax Unir, ¥.8, Treasury

d&p&ttn:;nt. » )

H.P. Bargis, étaca Departpent of Education and former superintendent of the

Arkansas Boys Industrial School. :

Walter L, Pops, specisl agent, FBI.

F, Willard Ralston, specisl agent, PBI,

Mre. Willfam Nash, referee of Pulaski county Juvenile Court.

" In addition to thess, the juvenile court judge fn sach town besded & panel to

discnss Juvenila Delinquency and what was being done ebout it in thelr localities.

Lt. Jack Grasiuger of Sprinsdlle Police Department, who has & waster’s degree

in child peychology zud juvenile delfinquency, served &s consultant at the meetings.

A brief history of law snforcement was cutlined.

Demoustrations were given on the use of photography in criminal {avestigations

and the pecessity for preserviang the fntegrity of the photographa after they were

made .
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SCIENCE IN LAW ENFORCEMENT CONT.

Collecticn, praservation and presentation of Evidencs was an ourstanding pres

entation.

Sex in Crimo wvas handled by Special Agent Runnels, who hao had special train-

ing in that field. This included motivatious in come typas of crimes and patterns
of sex ériminals,

Runnels pointed out that sex 13 involved in many more crimas than the average
parson thinks. He gave many new slants on crimes of passion and diacussed the
need for persons 1u this category who need psychiartric treatment.

Bowling stressed the importance of making on-the-spot checks of stolen vehicle
and how these inspections can turn up valuable evidence that can lead to apprehepd
ion of tha thief.

He discussed the methods of operation of car theft rings and cited some of the
cases in Arkansas involving car theft rings.

Welch had an interesting display of illegsl firearms. He discussed national
laws concerning guns and told how his agency could assist lccal police in many
~uvestigations.

Welch strossed the need for etronger firearms control laws. He showed a col-

-otion of machine guns, short-barreled and sawed~off rifles and shotguns, mufflaers

62523 them,

Mrs. Kash and Lieutenant Grasinger were unuauslly effectiva in their presan-
#3tion of juvenils problems. They recommended specialists for handling juvenile
and juvenila crims.

With tha crime rate among persons under 21 increasing at san alarming rate,
thay said that oore of the peace officer's time would Be required for Juvenile

prodlems thae ever bafore,
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SCIENCE IR LAW ENFORCEMENI CONT.

Their thene wos that in the area of youth was where strong crims praventative
measuron, wera noodod bacauae prevention Of crime then would pay off big in later
years. '

At Springdale, Lieutanﬁnt Grasinger told of the juvenile programs which his
department hed instigated. Youths arrasted or takan into custody for violations

are turned over only to their parents. JVeace officers zounsel with the pavents

on the punishment and duct of their children:; They have ona of tha wost effac-

tive programs for tha prevention of juvenila dslinquency in the state.

[ |
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Sample Schedule for Third Course Series‘[
SCHEDULE
LAW ENFORCEMENT SUPERVISORY PERSONNEL COURSE
MANNING MOTOR HOTEL
LITTLE ROCK, ARKANSAS
Mey 16, 17 & 18, 1967
May 16, 1967 9:30 a.m,--------History of Law Enforcement - Ed Brown,
FBI
10:45 a.m,~---=---<Photography in Law Enforcement, Taylor
Roberts, FBI
Noonmewowmu= ---w-Lunch
1:00 p.m,~==<----Collection, Preservation and Presentation
of Evidence, Ed Brown, FPBI
Hay 17, 1967 9:30 a.m,===mamen Sex In Crime, Milford Runnels, FBI
Noon-esa=c=a =<-~-Lunch
1:00 p.m,===mec~s Car Theft Investigation and Apprehension,
W. T. "June" Bowling, and others
May 18, 1967 9:30 a.m, vecean= Juvenile Delinquency, Lt. Jack Grasinger,

Springdale Police Department, H. P, Hargis,
State Department of Education-Moderator,

and others
NOOf=mocrcnnmnnaa Lunch
12:45 pom,cucecnaa Evaluation, Arkansas State -Teachers Collage
1:00 p.m,w==== ---Firearms and National Pirearm§ Act, Jawes

L. Welch, Supervisor, Alcohol and Tobacco
Tax Division
2:20 pim.s=menons Liquor Law Violations
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ARKANSAS LAW ENFORCEMENT TRAINING ACADEMY
GRANT NO, 087
FOURTH COURSR
LAW FOR LAW ENFORCEMENT OFFICERS

The text and instructioosl msterisls were prapared by the School of Law,
University of Arkansas, under the supervision of Professor James R, Gallman,
foimer deputy U,8. Districg Attorney and now. on the Law School Btaff.

The problem was presented to Dr. Ralph A. Barnhart, dean of the school, at
the outset of the project, He assignsd Professor Gallmen to the task of develop-
ing the text and fustructional materisl.

Barly in the research, it was learned that lew enforcement in Arkensas had
1ittle legal foundation, but was based largely on custom and tradition,

‘ Professor Gallman enlisted the aid of 40 members of his Senioc Class to assist
with the research. The group accompanied police officers and memburs of Sheriff's
forces on dajly assignments apd viewed first hand, problems facing peace officers.

The Law Courge had originally been planned ta be the second {u the series,
but it bacame evident that by necessity, it would heve to be the last.

At the outset, it became clear that time allocated for these courses would
do 1ittle more than create interest in them. In every instance, classes could

pot be complated on tim: and studants remeinsd after cissses ended to discuss sub-

. jact matter, or individual experiences and problems.

The instructors ware:

Willicm R. ™ .Bf11" Hass, sn assistant Arkansas Attorney Gemeral and a former
deputy prosecuting attornay for Washington coun:y.' '

Russell J, Wools, lawyer for the Arkansas Game & Fish Commission, who wae
for 10 years, a chief assistant attorney general for Arksnsaa, and & former enfor-

cecmnt officer for the Internal Revenue Sarvice.
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LAW FOR LAW ENFORCEMENT OFFICERS CONT.

Lt. LB, Hsyaes, legal offfcer for the Little Boci Police Department, a law-
yer and accountant, who came up through the ranks {n the Department and earned
his degree in law and accounting while ssrving as a police officer.

Bacause of gha unusual interest in these courses, it was necessary to hold
extra classes at Little Rock and Port Smith, bscause the original classes could

oot accommodate all those who dasired to attend,

[ Sample Schedule for Fourth Course Series

SCHEDULE

LAW COURSE FOR 1AW ERFORCEMENT GFFICERS
(Prepared By the University of Arkansas Law School for the
Arkansas Law Enforcement Traiaing Academy and the Office of
Law Enforcement Aasistance, U.5. Department of Justice),
July 11-13, GRADY MANNING MOTOR BOTEL, LITTLE ROCK
TUESDAY
9:30 a.m.v-Introduction
9:45 a.m,--Constitutional Rights of the Accused.
Roon~-Lunch
12:45 p.m,==-Arrests.
2:45 p.m.-~Crime Commission Recommendacions.
WEDNESDAY
9:30 a.m,--The Philosophical Roots of Criminal Justize.
Roon=~~Lunch
12:45 p.m.«=Evidance,
2:45 p.m,«~Crime Commission Recommendations.
THURSDAY
9:30 a.m.-~Civil Liability of Law Enforcement Officars
Nooo~~Lunch
12:45 p.m,~-The Substantive Law of Crimes.
2:00 p.m.~~Search and Seizure.

3:00 p.o.~=Evaluation.

Instructors: The Honorable Joe Purcell, Arkansas Attorney General.
William R. "Bi11" Hass, Assistant Attorney General.

Russell J, Wools, Attoroey, Arkansas Game and Fish
Commiszion and former assistant Arkansas Attorney General.

James R, Gallman, imstructor, University of Arkansas School
of Law,

H.P, Hargls, Coordinator.

° e @ e
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SUMMARY EVALUATION Of THE

SUPERVISORY. POLICE PERSONNEL COURSE

X OF THE DeAN

STATE COLLEGE OF ARKANSAS

CONWAY
72032

October 1, 1967

Colonel George V. Armatrong, Adminigtrator
Arkansas Law Enforcement Academy

211 National 0Old Line Building

Little Rock, Arkansas 72201

Dear Colonel Armstrong:

I am submitting herewith the final evaluation of the

supervigory police personnel course of which we have a
contract agreement.

The purpose of the evalurtion has been to:

1.

2.

3.

Determine the effectiveness of the course in
aidi.y law enforcement supervisory personnel
to gain knowledge which will enable them to

up-grade the quality of their departments in
law enforcement activities.

Enumerate problems facing law enforcement in
Arkansas. ’

Suggest techniques in training and instruction
which might be helpful in further training
programs for Arkansas Law Enforcement officers.

In an effort to achieve the above purposes, the State
College of Arkansas assigned Dr. Austin Glenn and Dr. Joel
Keeter az the visiting evaluators for this program. The
evaluators proceeded according to the following steps:

1.

2.

They visited and observed each weekly meeting
during the course at each center.

They obtained opiniuvns of personnel attending
the weekly sessions.

They interviewed supervisory personnel (trainees),
instructors, administrators of the program, and



ERVATION AND INTERVIEWS BY THE EVALUATION TEAM
colonel George V. Armstrong GENERAL OBSERVATI

Page 2
October 1, 1967 The law enforcement supervisory groups were heterogene-
law enforcement personnel in order to determine

. he resultin roup had a wide variety of
their opinion of their effectiveness in the course. ously grouped. T g group Y

: X : educational and social backgrounds, ages, and interests in
4. They prepared a questionnaire which was open ended

for each weekly meeting and this questionnaire was
completed by each attending member following each
weekly course.

the supervisory in-service training program therefore, it

was very hard to adjust the program to meet the needs of

5. They analysed the questionnaires as submitted by
the attending personnel, and this summary is
inciuded in this report.

each person.

The mayors, city manageors, city councils, and county

6. They prepa:red a report at the end of each series
of weekly meetings and submitted this to the law
enforrement agency.

judges were not familiar with the in-service training

program. The formulators of the program talked with these

7. They consulted with the law enforcement academy
persoprnel as well as other members of law enforce-
ment agencies in the state of Arkansas to obtain
advice regarding various elements of the evaluating
process.

people, and the city and county officials agreed that this
‘would be a vefy qgcod method of up-grading law enforcement

in hrkansas. These people did not think of their law enforce-

The rzvaluation has been conducted by the above named
araluators. They. together with Dr. Audie J. Lynch,
Crairman of the Department of Education and Psychology,
t.» H. B. Rardy, Jr., Director of General Education and
“reie Studies, and me, comprised the advisory committee
4% this evaluation.

ment agencies as being the ones for which the in-service
training program wag designed, therefore, it is believed
more public relations will be necessary to make this type

s : : s rogram successful.
Phis gvaluaticn committee hopes the following summary of a prog

731 srA an adaquate svnthesis of the training program for the

i . Publicit froﬁ newspapers, radio and television stations
uimyading for law enforcement in Arkansas. . Y pap !

i done an excellent job in publicizing the problems of
The entire evaluation committee concurs in this report. has e J P!

X law enforcement officers, the criminal justice system, and
Respectfully submitted,

in goliticing the support of the public in improving these
/ . gad conditions. Where adequate publicity was received, above
A. E. Burdick, Ph. D. average participation in the in-service training programs
Dean of the College
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for supervigory law enforcement personnel was observed,

Wayne Hyden was a superior instructor and served as
ingpector at the Monticello meeting. He said, "hvery student
turned in an iﬁspection report and the reports indicated
there wag real thinking behind them." Also, some of the
information gained on this inspection tour has been incor-
porated in several city police departmeris.

chief Miller of Arkadelphia has had at least two and
usually more officers at each in-service meeting. ' Also,
it ﬁight be noted that adequate television and newspaper
publicity was received in this locality.

State Representative Télbert Fields, Jr. had lunch
at the Hope meeting and made a brief speech. He said,
"Peace officers needed better education, more pay, retire~
ment benefits, civil gervice status, and other fringe
benefits. BAnd, 1 am willing to introduce legislation along
these lines."

A vast majority of the law enforcement supervisory
personnel felt they received very valuable information
during the in~serviqe training caurses. The law enforce~
ment supervisors displayed enthusiastic interest by the way
they participated in each of the courses. Many of the
supervisory personnel described to the Evaluating Team the

items they introduced into their department. The intro-
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duction of these items was a direct ?asult of the in-service
program.

A large amount of the success of the project can be
attributed to Clovis Copeland, the project director and
H#. P. Hargis, the co~ordinator.

copeland contacted the police administrators and others
in promoting attendance at the classes, then handled the

arrangements for sites, instructors, curriculum and the

maass of details connacted with the project, inecluding the

publicity before, during and after the classes.

He also assisted in the prgparation of legson material.

Hargis handled the conduct of the classes and taught
somé of them. He asgsisted with the experiments and dis~
cussions.

Both Copeland and Hargie were highly popular with the
students and instructors.

on several occasions, they arranged joint luncheon-
meetings between civic clubs and classes, with the instructors
firnighing the luncheon club programs.

Thig helped build community-relations, as did the
publicity and many other aspects of the project.

Mr. Hargis superiors, Marion Adams, assistant state
Education Commissioner in charge of vogational education and

J. C. Rupert, state director of adult education, were most

cooperative and helpful.
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SUMMARY AND EVALUATION OF COMMUNITY RELATIONS FROGRAM

With the following information the Evaluation Committee
feels that the in-service training program has been conducted
in an excellent manner, adequate preliminary planning is
evident by the smoothnegs of program operation, facilities
have been adequate, and the personnel that led éhe(group
meetings has done a very good job. The Ewéluation Committee
has attended at least one day each vieek of the five weekly
meetings, and have talked with a gr;at number of law enforce-
ment personnel that are attending these in-service programs.
The attending law enforcement personnel rates, in general,
the in-service training program as excellent. Also, the
in-service training program seems to meet most of khe
personnel's needs at the present time.

There seems to be an absence of the chiefs of police,
w0 have a large number of years of seniority, and the upper
schelon of law enforcement supervigozry personnel. It is felt
skt these people might get.a lot of valuable information,
~* Shay could be persuaded 0 attend these meetings. It may
be possible to hold area noon meetings, only for chiefs of
golice. v

The following is a copy of the questionnaire that was
given to each member of the atteﬁding personnel on Friday of

each week. The results of their opinions have been compiled

and evaluated as follows:
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Scmmary of Questionpaire

Pirst Second Third

Choice rhoice Choice Questions

28 is 9 No. 2 Propable cause for arrest

21 ) 5 13 No. 1 Cooperation among agencies
interested in law enforce~
ment

12 3 8 No. 3 Search and seizure

? <) 20 No. 7 Police records, public
and private

1 6 8 No. 8 News media relationship
with the law enforcement
agencies

1 4 4 No. 6. Telephones in law
enforcement

4

1 3 1 No. 5 iIndustrial communications

0 1 3 No. 4 tdentification, handling
gas, chemicals and
explosives
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Questionnaire for Law Enforcement Supervisory Personnal

Caxmunity Relations Training Course

Please wmark the following items in which you have participated this

week as the most important No. 1; the next most importamt Wo. 2;

and the third most important No. 3.

(Example -~ you should consider

as the most important item, the item that will help you up-grads

the quality of law

ue the second most

No.

No.

buun oot

Ko.

anforcement in your department. Mo, 3 should

important, and so on.)

-

Cooperation among agencies interasted im
law snforcement.

Probable cihuse for arreat
Sesrch and seizure

Identification, handling, gas, cheaicals
and exploasives

Industrial communications
Telephones in law enforcement
Police records, public and private

News media relationship with the law
snforcement agencies

287

Enumerate three problems that you face in the fulfillment of your duty

which causes you most concern.

1.

2,

3.

Explain briefly what you feel was the most important

course which will help you in your job.

thing about this

In what ways could the program be changed to give you more help?

Circle the days present Mon - Tue - Wed - Thur - Fri
Name Position Phone
Street Address City State
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A. Enumerate three problems that you face in the fulfille

ment of your duty which caused you the most concern.

1.

More up-to-date information on Supreme Court
rulings, such as change in law enforcement proce-
dures according to court decisions should come

from the state aggncy as the court decisions are
made, This up-to-date information should be
duplicated and sent to all law enforcement personnel

immediately.

In-service training and educational program on a

ore day to thzee day basis should be supported by

the state law enforcement agency because:

a, sSmall departments do not have trainirg facilities
or money to offer an in-service training program.

b. All law enforcement personnel should receive
some in-service training each year. k

¢. The :n-service training program should aid in
educating the community as to the officer's
duties and responsibilities and build a positive
police enforcement image in the minds of the public.

The population wants law violators arrested and

punished but they (population) do not want to get

involved (as: signing a warrant of arrest and appear

in court).

4. A state agency should provide more information on
probable cause of arrest, search and seizure for the
law enforrement personnel in the field. This
category seems to cause the law enforcement personnel
more trouble than other responsibilities.

5. Supervisory personnel in the law enforcement agencies
need to recognize education and push for more of the
personnel te enter in-service training programs and
advanced educational type of program and training.

6. ' Police department should develop a positive approach
to their dnties as well as for in-service training.

7. A majority of law enforcement personnel feel their
salaries are inadequate to meet the high living cost
of a family. Also, a great number of the personnel
have another job, which may lessen their effective-
ness 1n the law enforcement job.

8. More funds are needed for minimum law enfoscement
equipment, such as cameras, radios, tape measures,
tape recorders, etc.

Explzin briefly what you feel was the most important

aspect of this course which will help you iﬁ youxr job,

1. Lectures on arrest, search, and seizure seemed to

be the most important thing to the supervisory personnel

during the weeks meetings.



Patrolmen should be taught how to keep complete and
accurate records of their daily actions.

There should be Setter communications between city,
intercity, county, state;, and highway patrol law
enforcement agencies. This communication can be
achieved in in-service training programs, either on
a daily basis or over a longer period of time. City
law enforcement personnel should get together with
other city law enforcement people. The rubbing of

shoulders with cther law enforcement personnel and
discussing their problems will aid public relations.

A great number of attending personnel mentioned that
everything was adequately done.

The state agency should provide a larger amount of
memographed material that explains specific duties of

law enforcement personnel so. that they may take this ‘

raterial back to their hore and in conference with

other personnel in their city discuss the values of

.this in~service jraining program.

Improve public relations between the population and
law enforcement agencies. This may be done by the use
of news media to explain law enforcment problems and
its work. ’

A central £ilm library may be developed for academic

use and lending facilities to other state law
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enforcement agencies.
iIn what ways couwld the program be changed to give you
more help?
1. This program should be available to all law enforce-

ment personnel each year, and especially supervisory

personiel. .
2. Adequate memographed material from the lectures
given, should be available to the in~service members

so that he may take this home and discuss it with

his personrel during some of their lessor demanding

hours

3, The conferance method for more individual participation
sho:1d be used, because many 1aw enforcement personnel
seem to hesitate to ask‘quastipns.‘ After the lecture,
the large group shauld break into small groups of four

or five people and elect a gecretary who will write

questions for discussion. After a short break, these

questions would be asked of the panel or speaker.
4 The law enforcement personnel felt they needed more

refresher tourses Or one day in-service programs at

perhaps., ten or more state locations. In-serviee

programs should ﬁe announced many days ahead so that

some of the personnel could go to the in-service meet-

ing from each organization in the tarritory. Also,
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attending personnel could bring back memographed
material to other members of their agency.

5. More audio-visual aids such as films, charts, graphs,
etc. or ards that you can see touch, and hear should
be used in in-service training.

After attending the area meetings and discussing law
enforcement with the participating personnel, the Evaluation
committee felt the following suggestions for up-grading law
enforcement in Arkansas are advisable:

It would appear to be helpful if the educational background
and seniority of the attending law enforcement personnel
could be obtained before the classes start. Then, the
instructor could adapt his program to the educational back-
=rounds and seniority of the personnel. It may be possible
for future training programs to be provided with parAllel
«zniority and educational level groups.

puring coffee breaks, the Evaluation committee found that
.i% .opic for discussicn ameng many law enforcement personnel
E24 éa fbllows: How and when to intervene in domestic disputes,
y{éeﬁalk arguments, and juvenile delinquency. These topics
éﬁould be added to the agenda.

Law enforcement agencies and news media do not seem to
work well together at all times. This méy be due to mistrust

or misunderstanding in their relationships. Apparently there

is no middle ground with these two agencies, therefore, some
public relations work needs to be done.

one of the most apparent beneficial effects of these
courses seems to be association of the officers with one
another. 1t was surprising to know how little an officer in
one town would know about the people in law enforcement in his
neighboring town. There are many activities in which inter-
agency interaction could be accomplished.

The law enforcement personnel attending the in-service
training program did not appear to be articulate in groups.
Wwhile many of them would express opinions privately in the
presence of one or two persons during the break,they did not
seem to want to expreés themselves in front of the class.

A possible answer to this may be the assignment of questions
to individuals as "homework" to see if this would increase
participation. It may be possible during breaks to have
certain people act as gsecretaries and secure some questions
relevant to the material presented. Then ask these questions
at‘the beginning of the next gsegsion. ‘

Seniority seems to be a major criterion for promotions,
and this is discouraging to the younger ofﬁicers. It may be
possible to add educational background along with seniority
for promotion. Also, the 20 year retirement feature is

expected'to retire a great numbex of the enforcement personnel
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below rank of chief of police. If this happens, then
educational background and .seniority may play a big part in
promotion.

Many law enforcement agencies in the state of Arkansas
are far below the national average of 1.7 officers per
thousand population, therefore, thé supervisory personnel
cannot leave their assignments for a week at a time, therefore,
a shorter meeting might be feasible.

If possible, moze hand out material or duplicated material
should be encouraged. Some instructors felt that note taking
distracts from instruction in that:

1. Students miss 5 portion of the lecture while he is

writing a thought.

2. Others notice that he is writing something, and they
seem obliged to write something. A casual obser-
vation 1ndicates that there was considerable more
“doodling™ than there was note taking.

The U. S, Crime Commisgion report could be used in this
type of in-service program with law eénforcement personnel.
This report would give uéfto»date information on the latest
techniques of law enforcement.

The necessity for a central film library on police subjects
seems a must for the state of Arkansas. These police subject
films shouldvbe available on loan to various police agencies

in, the state of Arkansas.

There is a need for immediate, authentic ad¢isory service
which would keep law enforcement officers advised on the latest
rulings of local, state, and federal courts, which affect
operation of law enforcement officers. The attorney general
of the University of Arkansas Law School may be able to
provide this service and the law enforcement training academy
should mail this material to all law enforcement agencies in
the state of Arkansas.

Most of the officers encountered in the classes seemed to
be enthusiastic about the future of their joba and the challenges
offered by the law enforcement profession.

The inter-~agency cooperation stressed on the first day
of each weekly meeting has resulted in a better understandiné
among agencies of law enforcement.

In-service training will create a desire in the law
enforcement. personnel to do independent study to improve
themselves. This appeared to be evident by comments made by

personnel during coffee breaks.
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SUMMARY AND EVALUATION OF POLICE MANAGEMENT COURSE

The Bvaluation Committee feels that the second roéund
(Police Management Training Course) was more effective than
the first round probably because of experience gained in
the first round. One of the highlights of the police
management training course was the group inspection of a
local police facilitiy and the recommendations suggested by
the examining grovp. The recommendations which were made
aided the people in tzainxng.as well as helping the local
law enforcement agency to improve their facilities at no cost
for the survey. The inspection tours seem to create an added
amount of -interest because each member of each group of
inspectors turned in a very good report of the needs of the
department they inspected. It is felt this activity built

more course enthusiasm than any other activity of the

_Munagement Course.

The need for some type of exercise activity seems to be
zf&dent after lunch because many of the law enforcement
fecsonnel who are participating in this program seem to become
‘rowsy or sloughish after the lunch hour. Some activity in
the local situation may be advisable at this time.

More motivation to participate in the in-serviée course

seems to pq a necessity, and probably this.could be achieved
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by having a meetirg with the mayor, city council, or chief of
police, and get these people to encourage their supervisory
officerg to take the courses. It seemed evident that too many
participants did not feel the management .course would help them.
That 1s tn say, they could not see five or six years ahead to
where they would need this type of information when they are
promoted to managemerit positions. The State Law Enforcement
Agency should contact the mayor, city managers, or chief of
police in the districts of the state and secure more parti-
cipation of supervisory persornel in the in-service courses.

In cities where publicity of the in-service training course
was received. the personnel of the law enforcement agency seemed
to participate in larger numbers, while in cities where no
publicity was received no participation in the -in-service
training courge was observed. Therefore, it seems that
publicizing the course creates an interest, or lésa of pub-
licity causes loss>of interest in the in-service training course.

The members of the in-~service course need to become involved
in classroom activities. This seems to create more enthusiasm
and interest for the course.

The participating members of the in-~service course should
take adequate material home with them so that the administration
of the sending law enforcement agency could provide staffisg

time for other members of the law enforcement agency who were

1
.
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not permitted to attend. This would be a second type of
in-service training program, where the local agency would use
as teacher, the person that was sent to the in-gervice
training course on law enforcement.

A vast majority of the people attending these in-service
training courses felt that the material they were receiving
would help them in up-grading their department. The following
are comments made by participating members and staff:

Wayne Hyden is an excellent instructor on inspections.

He said, YEvery studsnt turned in an inspection report and
the reports indicated there was real thinking behind them."

Chief Miiler at Arkadelphia should get some sort of
recognition. He has had at least two and usually more, of
his forse at each session. He says "only one man has not
attended the academy and I plan to send him to the next school."

chief Bill Franks who missed most of the first course,
attended every session of the second and was highly comple-
mentary and cooperative. He was already making changes in
hias organization before he left. He seemed most appreciative
of the inspection reports.

Springdale and Payetteville have a real rivalry going.
Each department is trying to outdo ﬁhe other in efficiency
and results. It is a most healthful situation and a fine

group of officers. They are having distriét chiefs meetings

each month.

Llewtenarl (powt =035 Whe LELD 38 ¢o.uoy all out on the
National folica Week okservance, and nas invited the schools
té an open house at their headquarters. They are also going
to send the officers around to scuhcols churches, eto.

State Kepresentative Talbot Field, fr., ate lunch with
us at Hope and made a brief speech. He says, "Peace officers
needed better education, more pay., retirement benefits, civil
service, and nther fringe benefits and he is willing to
introdute any lecislation along these lines that has a chance
at passage."

The follecwing ts a copy of the questionnaire that was
given each member of the attending persénnel on friday of
each week., The results of their opinion has been compiled

and evaluated as follows:
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Sunmary of Questionnaire Questionnalre for lLaw Enforcement Supervisory Personnel
First Sacond Third Questions Police Management Training Course
Choice Choice Choice
20 11 7 No. 2 Organization Of Formal Please mark the {ollowing items in which you have participated this

& Informal
weck as the most lmportant as No, 1; the next most important item

13 18 10 No. 1 principles of Management
as No. 2; and the third most important item as No. 3.
8 13 15 No. 4 Inspection and Control
6 8 12 No. 3 Measuring Work Performance /—-—-—7 Nec. 1 Frinciples of Management
7 3 7 No. 6 . Organizational Communi-
cations /—-——-— Mo, ¢ Organization -~ Formal & Informal
6 7 7 No. 5 Supervisory Selection
& Development /———- Ne. 3 Measuring Work FPerformance
e o No. 4 lInspection and Control
yA—4
e No. 5 Supervisory Selection & Development
A4
R No. 6  Organizational Cormunications
Y4
Comments:



Page 2

e Aottt A A S A

Enumerate three problems that you face in the fulfillment of

your duty which causes you most concern,
L ‘ A.

Explain briefly what you feel was the most important thing

about this course which will help you in your job.

tn what ways could the program be changed to give you more help?

Qircle the days present Mon - Tues - Wed -~ Thur - Fri

Name position Phone

-

Street Address City

State
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SUMMARY OF QUESTIONNAIRE FOR CAW ENFORCEMENT SUPERVISORY PERBONNEL

pPolice Management Training Courae of One Week

Enumerate three problems that you face in the fulfi)l-

ment of your duty which causes you most concern that was

discussed in this week's meeting.

1.

Law Fnforcement Supervisory personnel feel they do
not have adeguate training in supervision of men and
measuring work performance of their men. Also, there
is not enough officexr and supervisor planning and
oraganization as well as inadequate methods and
techniques of disciplining their subordinates. This
in~gervice cnurse in police management has helped
law enforcement supervisory personnel assume their
reapohsibilities more adeguately than before the
personnel took thig course.

supervisors do not feel they hzve enough voice in
the promotion of law enforcement personnel, original
employmené of law enforcement personnel, and voice
in establighing department policy.

pue to lack of finance for patrolmen, qualified
supervisory personnel are being assigned to patrol
duties, therafore, the supervisors cannot adeynately

do their supervisory work.
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Persuading m2n to read and study material distributed
to them for their improvement and incorporating the
material into their days work is z'most impossible.
The chain of command frequently breaks down before

it gets to the supervisors, therefore, the super-
visors duties, obligations, and responsibilities

to law enforcement as well as supervising the pers-
onnel causaes a break down in delpgation of aﬁthority.
Therefore more staffing should be scheduled by

the administration for benefit of supervisors.
Rubbing shoulders in in~service courses with enforce-
ment personnel in the county and in the adjoining cities
and counties will help law <nforcement agencies

to understand other people's problems, and aid in
better communication.

All law enforcement personnel from the top level

down should have khowladge of the department's
organizations, procedures for evaluaticn, §nd rensons
for such responsibility. This planning will give the
community better law enforcement.

Low salaries of law enforcement personnel cause the
personnel to secure a second job as well as their
wife working. This may cause less effective job

success. Therefore, more effective enforcement could

be secured with contented officers.

Explain briefly what you feel was the imost important

thing about this course which will help you up-grade

your department.

1.

In what ways could the program be changed %o give more help?

1.

This course in principles of management, inspection,

organization ~ formal and informal, work measure-
ment department because of the experiencing formal
organizat ion, interpreting what it means, then
putting it 1nto operation, and supervising it into
reality at home. We believe that this will cause
the department to up-grade itsgelf.

mhe methods and techniques for inspection and
control will cause the community to have a more
efficiént law enforcement program because of this
in-service course. The police management course
creates a better understanding of each other's
résponsibility among those from the different
departments of law enforcement personnel, and this
will cause an up-grading of the department. A'.
police management in-service course should be
required of all law enforcement supervisory
personnel at least once every two years.

The course should be lengthened to more than one

week for the amount of work that is done, as well as



.
more student classroom participation should be
encouraged.

Teachers should permit more small group diseussion
ag well as large group discussion. This would
cause more time to be alotted to each problem.

Some means should be provided so that more super~
visory personnel of police departments would
participate, such ag mandatory attendance of certain
counity supervisory personnel, as well as city supar-
visory personnel.

More case problems to discuss and solve. This would
necessitate the teacher preparing nore hand~out

material and hypothetical cases.

307

SUMMARY FOR QUESTIONNAIG&L M LAW ENFORCEMENT SUPERVISCRY PERSONNEL

Possae 3caence Training Course

The Evaluation Commjittee feels that the third round
{(Police Seience Training Co.rse) was as effective as tia
previous two rounds. Alsa, it was fourd that the gprogram
operated very smoothly, therefore, the administration must
have done adequats pianaing and preparation. The personnel
that lead the g1 .. meetings had adequately planned for this
leadership responsibility.

The mest iwporiant discussion during. the week seemed to
center on “Sex ir Crime" and "Juvenile Delinquency”. One
of the reasons this was important is perhaps due to the fact
that these two factors of human behavior are present in all
localities. The Evaluation Committee felt this pointed up
the fact that law enforcement personnel need more education
in the academic area than has previously been realized,
therefore, some type of degree program should be offered in
the gtate of Arkansas to law enforcement personnel.

The other six items discussed during the weeks in-service
training program were ptébably as important to law enforce-
ment personnel, hé@aver,_they did not respond as well to the

remaining six lectures as to the two previously mentioned.
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The attending porionnel again stated t'ey wished they

had more weamegraphr?® or duplicated material to take back
to their own department so that they could give the other
law enforcement personnel the same typa of information they
had received at the in-service training meeting. Also, it
was frequertly mentioned by the attending personnel that not
enough time for qroup discussion was offered. The Evaluation
committee felt it would perhaps take weeks and weeks to
discuss the many farntors of "Sex in Crime" and "Juvenile
Delinquency" that should be Qiscussed by law enforcement
personnel, however, this may be a part of further training
»f law eénforcemert personnel.

To same of the older officers (seniority) car theft and
pornography was old stuff to them since they had heard many
waHcussions on these two items. They felt it should be

Z1ven to younger law enforcement personnel.
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SUMMARY FOR QUESTIONNAIRE FOR LAW ENFORCEMENT SUPERVISORY PERSONNEL

Police Science Traininyg flourse

First Second
¢hoice Choare
13 7
10 8
[ 12
4 6
3 6
4 2
2 2
0 0

Third
“hoice

/

12

Questions

No.

No.

No.

No.

No.

3

¢ollection, Preservation
and Presentation of
Evidence

Sex in Crime

car Theft Investigations
and Apprehension.

Juvenile Delinquency
History of Law Enforcement

Firearms and National
Firearms ‘Act.

photography in Law
Enforcement

Liguor Law Violations
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QUESTIONNAIRE »FE ia TRAORCEMENT FOPERVISORY PERSONNEL

Police ...eawe Training Course
Please mark the following items in which you have participated
this' week as thn most important &s No. 1; the next most
important. item as No. 2; and the third moss mpox i 4t Liem
as No. 3.

[/ No. 1 History of Law gnforcement.

Z::7 No. 2  pholegraphy in Law Enforcement.
Z::7 No. 3 Collection, Preservation and Presentation of
Bvidence.
Z::? No. 4 Sex In Crime.
’ [::7 No. 5 Car Theft Investigation and Apprehension.
[::7 ¥o. & Juvenile Delinquency.
Z::7 No. 7 Fireamms and National Firearms Act.
12:7 No. 8 ‘Liquor Law Violations
Comments:

311

what ware the 5t g Loints ot Lhes weuk’'s session?

ke g e wtva

what were the weak points of this week's session?

How could the sessions have been improved?

Circle the days present = Mon - Tues ~ Wed - Thur - Fri

Name Positian Phone

Street Address city State
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SUMMARY CF QUESTL(NEA L% FOR LAW BLCORCEMENT S UPERVISORY PERSONNEL

For Pelice Science Tca.ning Course

3.
A. What were the strong points of this woat's session,

l. Sex i . 2:vime and Juvenile belinguency seemed tc bhe

Lhe strong points of the weéek's program,
2. The snslructors were well trained to present the

~videnca in the above two sessions.

C. How

3. The need jor gvanced education scemed to be evident L

because the supervisors felt they had some knowledge

of the .o .mportant sessions, however, they felt 2

they necded more sociological, psychological facts

about human: behavior. This would indicate college

preparation as a possibility. 3

B. What are the weak points of this week's session.

l. Some men felt that more time should be given each
topic, even if it meant fewer topics, and they felt
this would strengthen the program. other; said, not
enough time for each subject, and not enough subjects
covered, therefore, more time was needed.

2. Some supervisory personnel felt that the material
covered was repetitious to tﬁem. ‘This could be
interpreted as a larger city lieutenant and a

sergeants opinion, however, the smaller town supex~
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visors did ok vespotd ag the flavger city.gersonnel
responded.

Home supervigory participants geemed to feel that
they had expected more cut.and dried answers to the
problems discussed. Since cut and dried answers

are nnt available for some of their questions. this
would indicate f{urther education may be a need.

could the usession have been improved?

rrewer lectures and more particiﬁation by each
individual in the group.

More practical demonstrations by the teacher on a
crime scene, search, examination of stolen car, and
police photography.

Many supervisors felt this was elementary since they
had been doing this type of .investigation for several
years, abd they are supervisors, however, the idea
of raw recruits or patrolmen might find this material

very valuable. .
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SUMMARY AND EVALUATLION OF LAW IN LAW ENFORCEMENT COURSE

Colohel Lynn A. Davis, Director of the Arkansas State
police, seemed to give a thesis to the in-service training
program when he made the following statement, "All law
enforcement agencies should be professional in their interpre~
tation and enforcement of the law. Officexrs must work with
enthusiaam - and correct knowladge of the law. We officers
must demonstrate more loyalty, eagerness, and a go-go-go
attitude. The only difference in a rut and a grave is just
the depth, therefore, we must stay on top.*

A great majority of the supervisory personnel attending
the in~sgervice training course left the impression that there
was not adequate cooperation between the pelice and the public,
and courts and the police department. This perhaps is one
of the reasons for the in-service training course, therefore,
police officers must be well informed as to the exact
application of the law in terms ©f the courts and the public,

A majority of the officers left the impression they had
a better understanding ¢f their limitations with reference
to the law after completing the course. Also, the officers
felt they had a bhetter outlock and a cvlearer explanation of
the laws they enforced than before attending the course,

»
In the fourth round or last round of the in-service
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training program fer sapervisors of law aalorcement agencies,
the attending personnel were given two extra questions to
answer in relation to the over-all evaluation of the program.
The questions were as follows:

QUESTION 1L

Has the hand out material given to you been of Benefit to you
in up~grading your department?

ANSWER:

Bach of the attending personnel marked the angwer yes and
explained that the material obtained will be used by them
for review purposes and instructing other patrolmen in their
communities.

QUESTION 2

Has the entire program helped you up-grade your department?
ANSWER:

As in the previous guestion, all of the attending personnel

marked the answer as yes and many mentioned they had incor-

porated some of thé ideas pregented and.discussed at the ine~
service training courses.

Many of the supervisors interviewed by the Evaluation
Team felt a course should be geared to the level of the
patrolman, and offered to this group of law enforcement
personnel. ‘Also, a course for police chiefs and recruit

of ficers should be developed on their level of need.
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First
Choice

25

12

SUMKRARY OF QUESTIONNALRE

Second Third

Choice Choice Questions
(3 6 No. 2 Arrests.
14 3 No. 1 ronstitutional Rights
of the Accused.
8 15 No. 6. ¢ivil Liability of Law
Enforcement Officers.
12 13 No. 8 Search and Spizure.
2 5 No. 4 The Philosophical Roots
of Criminal Justice.
14 11 No. 5 Evidence.
3 c No. 3 Crime Commission Recom-
mendations.
3 9 No. 7 The Substantive Law

of Crimes.
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Questionnaire. for Law Enfurecwment Supervisory Personnel
Law in Law Enforcemen® Training Course

Please mark the following items in which you have participated this
week as the most important No. l; the next most important No. 2;
and the third most important No. 3. (Example - you should consider
as the most important item, the item that will help you up-grade
the quality of law enforcement in your department. ¥No. 2 should

he the second most importanrt., and so on.)

No. 1 cConstitutional Rights of the Accused.

No. 2 Arrests.

No. 3 Crime Commission Recommendations.

No. 4 The Philosophical Roots of Criminal Justice.

No. 5 Evidence,

No. 6 Civil Liability of Law Enforcement Officers.

No. 7 The Substantive Law of Crimes.

IR RRRRIN

No. 8 Search and Seizure.
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Page 2
Enumerate thres pcookl s chat vau nce in the fulfiliment of your

duty which cauges you most concern,

1.

Explain briefly wh ;o1 feel was the most important thing about

thies course which will help you in your job.

In what ways could the program be changed to give you more help?

Circle the days present Mon - Tue - Wed ~ Thur =~  Pri

Nume Position Phonea

Streat Address city State .
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Page 3

Has the hand out materiac given Lo you been of penefit to you in

up~-grading your departiment? Yes No

[

Explain your answer

e ke ok 4 ST a 1 Y YA 48 p s @

Has this entire {4 weekg} program helped you up-grade your

department? Yesg No

Explain your answer
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HESULTS W QeCoa PLORNA . o) | “lan ol JRUEMEND Sire SV ISORY PERSONNEL B. LExpilain bwaoaiiy w2t yua foe2l waaz Lee rost jwportant thing

Law in Law Safurcesent iraining Course about this course which witl hilp you in your joh.

A. Enumerate thiee problems that you fade in the fulfill- 1. Understanding the principles invelved in the Supreme

ment of your duty which caus=s ,ou most concern. court decisions that atfect law enforcement.

I. apathy or acatility =a cie part of the general public 2. - The search fox evidence.

tovard law, law enforcoment and pcace ofticerzs. 3. Civil liabilities of officers was very inpoctant to

2. Lack c¢i [unds te mod2ripize the pelice department each law enforuvement personnel.

SC thal it w3 “eep ap with the present day times. 4. The philesopl feal rocks of cyimizal jusiica.

3. bLack of u~p- nunity for training new officers and C. In what way =~ l! the program L2 changed to give you more

new sup-rviasory personnel, help?

4. The c.* il iiabilities of officers seems to be 1. Morxe tise¢ 1ould be alloted each division so that each

approaching a very fine line as to innocence or subject :ould be fully explored.

guilt. 2. Give outline so that instructor could be followed.

5. Lack of uniformity between law enforcement agencies 3. - More duplication of materials that are covered by

on procedures and termonology. the instructor.

6. Developing an appreciation {or txaining the average 4. More situation cases to be discussed in small groups,

police officer. and then answered in the large groups.

7. . Changing the thinking of the officer to modern concepts §. More practical discussions than hvpothetical discussion.

of law eaforcement. 6. Use of blackboard tc diagram certain elements and

8. Clear cut directions as to the duty and privilage of components of law enforcement.

each officer.

9. Kinds of evidenge to lock for. '

10. Acts committed for which no statues are available such
. "
as glue sniffing.




CONCLUSICNS AND RECOMMENDA'TIONS
l'% The administration achieved an excellent job in prelim-
inaxy planning because facilities ware more than adequate to
meet the needs of the speaker and members of the in-service
training program. Also, coffee breaks were exceptionally
good for the exchange of ideas among. the participating members
of the program. The session leadership was exceptiocnally
well planned ecause it kept the program moving, interesting,
and on time, The in-service personnel rated the over-all
training program as excellent because it seemed to meet
most of the needs of the attending personnel. Therefore,
we must assume that the effectiveness of the course in aiding
‘law enforcement'supérvisory personnel to gain knowledge which
helps them up-~grade their department was more than adequafe.
Also, the attending personnel were given more information than
they could immediately handle during the allotted time for the
program.
2. The second and fourth round of the in-service training pro-
grams had adequate hand out material, and it is believed this
material will be used by éarticipating members in their home
department to up-grade the department to help other law enforce-
ment pargsonnel do a batter job as well as review material for
the participating membexr. The firast and third weekly meetings

had some duplicated material for the participating members,

however, it is belizved that this could be impitoved if it
were done again.

3. The audio visual aids seem adequate in most of the
sessions, however, it is sugygested that tLhe stabte law enforee-
ment agency should obtain a libracy of film and visual aid
materials to be used in this type of law uniorcement work.
Also, maps, charts, and other visual matarial should be
developed and distributed by a law enforcement agency in
the state.

4. It was felt more public relations work should be done
in the smaller towns of Arkansas in relation to gecuring
their participation in up-grading law enforcement training
programs in the state of Arkansas.

5. The Evaluation Committee feels the program will aid
the up-grading of law enforcement in Arkansas because of
the following facts:

a. A number of supervisory personnel, including chiefs
of police. mentioned to the Evaluation Tea& gpecific
improvements they were installing in their deparet-
ment which would cause the, department to be more
effective. Many of the p;rticipating members saié
they had changed same of their methods of doing
things back in their department becaume they could
see value in the method deacribed at the in-service

training meetings.
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b. ALl of the fourth zound participating members said
that all ol Lhe proyraw was of exceptional value to
them in up—grading their department.

f <. The meetings seemed to increcase in size as the progran
progressed, therefore, il can be assumed the peogle
were getting value received out ol an-service training
program.

6. If it is necessaxy %o have all day meetings, the Evaluatiti.
Committee felt that some sort of activity would be necessary
following lunch becduse many participating members became
drowsy after lunch and frequently lost the train of thought
presented by the inetfuctor. A good example of the activity
referred to above was the inspection tours during the third
geries of in-service programs.

7. If chiefs of police, mayors, and city councilmen of each

&Aatrict or area could be involved in planning the area

-ﬂéatitute, it is believed it would help motivate attendance.

iﬁk@. it may be necessary to have group meetings with the

@bévo mentioned people to sell them on the idea of up-grading

“thieir law enforcement activities.

9; Chiefs of police seem reluctant to vocally participate

in these in-service training classes. Especially when men

from their own department were present..’ It probably would

have been better if special classes could have been held for

chiefs of police and sheriffs. ' There were some indications
these area meetings should be held at noen, once or twice

a month for two or three hours. The older cﬁiefs seem to
need more motivation toward education.

9. Officers who have some seniority and who have had previous
training courses seem more interested and participate in
discussion more often than new officera or young officers.
Also, the older officers ask moxe questions and participate
in the inter group activities more often.

10. The community relations course indicated that most law
enforcement officers and agencies either get along extremely
well or very poorly with local and state news media. ' There
does not seem to be a middle group in this program. Mimtrust
and misunderstandings seem to be the key to the problem and
it will take a lot of public'relgtions work to correct some
of the mistrust and miaunderstaﬂding between the law enforce-
ment -agencies and the news ﬁedia.

11, Oné of the most apparent beneficial effects of these
courses is the association of the officers with one another.
In many cases the law enforcement officers in one city did
not know the law enforcement officers in the adjoining city,
therefore, it‘is felt some inter city communication, such as
luncheon mee;iﬁgs would be advantageous. - An example of good

inter-city relations is developing between Springdale and
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Fayetteville at ti¢::. wanthly meetings.,

12. It is possiliis that mote hacd out material should be
encouraged. This would let the participant take the hand
out materiai hame so that he could have a small lu~-service
program of his own in his own locality.

13. fThere is 2 =eed for inmediate authontic advisory senvice
which would keep law enforcement 6fficers up to date of the
latest rulings of the local, state, and federal courts which
affect operation ~{ neace officers. This could he accnﬁpﬁishud
through an agen.y of the state.

14. Many law enfsorcement officers are asking for academic
agsistance and informaticon as to where they can get courses
leading to degree programs in police»science oxr assogiated
fields. Since a vast majority of supervisory personnel in
police departments do not have an academic degree, it will
be very hard to convince these supervisors that the officer
that has walked his beat as a patrolman, investigated crime
as a detective, and managed the technical routine of the
station house as a lieutenant or captain is not necessarily
Eitted by his experience to administer the complex affa:ilrs
of a large police department. Most long term officers feel
that caming up through the ranks is the only answer for
administration of a police department. The Evaluation

Committee feels academic up~grading is a necessity for the

state of Arkansag now.

15. 1In these days of mass movements and violent slogans
when a small civil incident mishandled by local authorities
can have national and even international repercussions, out

need for police of the highest quality is dramatically

apparent. This indicates need for advanced educational
training.
16. It is believed that peace officers need to be sold on

education and eventual professionalization. This will lead
to higher salaries and uniform fringe benefits, such as
retirement and job retention rights, hospital and insurance
programs, better equipment and better understanding with
people they serve. This may be another duty of public
relations.

17. The BEvaluation Committee felt that some correspondence
work might be developed by a state agency and sent to the
various marshals deputy sheriffs and supervisory pergonnel
in the state of Arkansas. After the correspondence work had
been completed, the state agency may wish to hold a short two
or three hour seminar in. this particular area and invite the
above people to paxrticipate. The state agency may employ
certain skilled people in law enforcement to present specific
units of work out in the field in the state.

18. Morz effort on understanding must be in deveioping

rapport between the formulators of the training pragram and
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chiefs of police or ;hose in charage of the men to be

trained. This may be done through area meetings with the
chiefs;, including them in initial planning of the program
involving their ideas, and thus helping thém to become a

part of the total over-all planning. Periodical meetings
with the chiefs during the time of the training program to
help them feel involved in the evaluation and progress of

the training. And, of course, an overall evaluation including
the chiefs and supervisory personnel at the end of the
training session is recommended.

19. cConsideration should ke given to more involvement of the
participants in the process of the training. The participants
should be brought into a problem situation and given freedom
L0 explore in almost any direction they would like; allowing
them opportunity to make definite decisions in the solution

f their situation. 1In observing many of the training sessions,

‘;ﬁa observers sensed a fear between the participants and those

4Ariructing. This was partly due to the feeling of not being

Yivslved or that the problems were not of immediate importance

‘#2 them. In working with the hetrogeneous group of this sort,

some outlet must be provided for each member tou present his
own identity through some problem that is touching him.
This can often be done very effectively by setting up a period

of time for small groups. So they may identify and discuss
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any problems that zte¢ of impor:iance to them at the moment.
once the‘probléhs nave become Laentified, then the instructor
can work from these situations. A possible technique is

to let a speaker from the particuler group present their
problems and any conclusions tc which they have reachec then
using a panel of the same participants to further expiore

the problems.

sus oreIce - 19e»








