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It was funded by federal and state funds. 

CONTRACT NUMBER 

STATE OF MINNESOTA 

DEPARTMENT OF ADMINISTRATION 

NO. E-2883 

10 JUNE 1968 



COLLEGE OF ST. THOMAS 
St. Paul, Minnesota 55101 

LAW ENFORCEMENT & CRIMINAL JUSTICE FEASIBILITY STUDY 

MANAGEMENT CENTER 

TO: Hon. Douglas Head, Attorney General . 

FROM: 

State of Minnesota 

Chief Clyde Sorensen, Chairman 
Peace Officers Training Board 
State of Minnesota 

Howard P. Mold 
Associate Director 
Management Center 
College of St. Thomas 

SUBJECT: Transmittal of Report on Law Enforcement and Criminal Justice Academy 
Feasibility Study 

We are pleased to transmit herewith the Report of the Law Enforcement 
and Criminal Justice Academy Feasibility Study. 

We wish to express to you our deep appreciation for the outstanding 
cooperation we have received from the Attorney General's office, the 
Peace Officers Training Board, the Bureau of Criminal Apprehension, 
the Project Advisory Council and several hundred police officers and 
sheriffs across the state. It was this high level of enthusiastic 
and professional cooperation which made this study possible in the 
time available. 

The recommendations and the data contained in this report speak for 
themselves. There are however certain points which should be high­
lighted. 

• The present level of training for law enforcement personnel 
in the state must be considered as minimal. 

• • • The available facilities for training of law enforcement 
personnel are totally inadequate. 

• • • The attitude of law enforcement personnel in the state 
toward training and professionalization is such that increased 
effort by the state in these areas would be welcomed. The study 
shows a high level of receptivity to the establishment and operation 
of an Academy. 
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Mr. Douglas Head 
Mr. Clyde Sorensen 
Page 2 

.•• The Bureau of Criminal Apprehension has within general 
financial limitations accomplished a great deal for local law 
enforcement. Even as the Academy program is undertaken, it is 
critical for the BCA to rapidly expand its training function. 
An expanded BCA training operation is critical as a spring 
board for an effective Academy operation. 

Establishment of a top quality law enforcement and 
criminal justice academy would meet a major state need and 
in our opinion, should be a top priority matter for consid­
eration by the 1969 legislature. 

A major problem which needs early attention on a policy level is the 
need to provide supplemental or replacement law enforcement in com­
munities where the attendance of law enforcement personnel at training 
sessions would seriously hamper or eliminate law enforcement in those 
communities. I would suggest consideration of an early experiment in 
this direction to identify possible solutions. 

I would strongly recommend that careful consideration be given to the 
possibility of establishing an Academy as an independent non-profit 
organization whose charter would provide for an independent board and 
which could actively work with foundations and other interested groups 
for broad financial and civic support. Many advantages could accrue 
to this approach. 

It is not now possible to calculate the cost of building and operating 
an Academy. Not until judgements are made as to the scope and length 
of the curriculum can intelligent forecasts of space, facilities and 
faculty requirements be made. 

There are many implications in this study for the operation of the 
Peace Officers Training Board and the training function of the Bureau 
of Criminal Apprehension. These will be influenced by the final 
judgments made as to the precise nature of an Academy. 

This study, as most studies, found many questions which it could not or 
should not answer. These questions have been phrased as recommendations 
for subsequent research and planning. In some instances questions raised 
likely can be answered from studies already available or now underway in 
other organizations. There is a great deal of valuable future planning 
evaluation data contained in the report which limitations of this study 
did not allow processing. 

We 1 that the opportunity to work on this study was a privilege -
and we thank you for it. Certainly a major mission of a government is 
to provide to all its citizens the opportunity to live within the law 
in a condition of domestic tranquillity. We can think of no more 
important challenge for all of us to attend to. 

Sincerely, 

Howard P. Mold 
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SECTION ONE 

PREFACE 

This report while prepared by competent professionals, 

would have not been possible except for the dedicated 

assistance of the Project Advisory Council. Their names 

appear in the appropriate section of this report. 

Very special thanks are due to Mr. Arne Schoeller, 

Assistant Attorney General and Mr. Carl Pearson, Executive 

Director, State of Minnesota Peace Officers Training Boardo 

Their unflaging enthusiasm, creative insight and hard work 

are present in all parts of this report. 

Without the underlying concern and support of the Governor 

of the State, Mr. Harold Levander, and the Attorney General, 

Mr. Douglas Head, the project would not have been initiated. 

A general and heart felt thanks is due to all the dedi-

cated peace officers in the state who participated in the 

study and all the personnel who served on the Advisory Council. 

All of us who have been involved in the study are more con-

cerned now than ever before of the great, continuing need 

in our society to strengthen and reinforce law enforcement. 

Our society cannot survive without a strenuous and successful 

effort to improve law enforcement at the local and state 

level. Our mutual best efforts are needed to this end --

and we are pledged to do our part. 
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SECTION THREE 

ADVISORY COUNCIL 

The function of this council was to review the work of 

the project staff with a view to offering advice and counsel 

on its progress. In addition it was to serve as a major 

communications vehicle to the operating fields of Law Enforce-

ment and Criminal Justice. 

Four general meetings were held to review the progress 

of the project. It must be said that the council was never 

reluctant to state its views clearly and forcefully. Many 

members met individually with the project staff to offer 

assistance. 

The members of the Advisory Committee to the Minnesota 

Law Enforcement Academy Study Being Conducted by the Management 

Training Center, College of St. Thomas, for Attorney General 

Douglas M. Head and the Minnesota Peace Officers Training 

Board were: 

Austin Anderson, Director 
Continuing Legal Education 
338 Nolte Center 
University of Minnesota 
Minneapolis, Minnesota 55455 

Lillian Anthony, Director 
Department of Civil Rights 
City of Minneapolis 
WCCO Radio Building 
625 - 2nd Avenue South 
Minneapolis, Minnesota 55402 
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Edward H. Bolstad 
Executive Director 
Minnesota Peace and Police 

Officers Association 
3437 - 20th Avenue South 
Minneapolis, Minnesota 55407 

Charles Carver 
Executive Director 
Sheriffs Association 
Austin, Minnesota 55912 



Keith Hughes 
State Senator 
820 2nd Avenue North 
St. Cloud, Minn. 55405 

Harold Chase, Professor 
Department of Political Science 
Social Science Building 
University of Minnesota 
Minneapolis, Minnesota 55455 

Clarence M. Coster, Chief 
Bloomington Police Department 
2215 West Old Shakopee Road 
Bloomington, Minnesota 55431 

David Couper, President 
Lambda Alpha Epsilon 
(Law Enforcement Society) 
8400 Cherokee Drive 
Brooklyn Park, Minnesota 55007 

Richard Curtin, Alderman 
Minneapolis City Council 
Room 307, City Hall 
Minneapolis, Minnesota 

Harry Davis 
D . W. Onan Company 
2515 University Avenue S.E. 
Minneapolis, Minnesota 55414 

Thomas S. Donoho 
Attorney 
Fergus Falls, Minnesota 56537 

Lewis H. Ervin, Director 
Department of Human Rights 
City of St. Paul 
City Hall 
St. Paul, Minnesota 55101 

Lloyd Evans, Executive Director 
National Conference of Christians 

and Jews 
520 National Building 
Minneapolis, Minnesota 55402 

Ronald Everson 
State Representative 
224 Madison 
Wadena, Minnesota 56482 
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Harlan M. Goulett 
Assistant Hennepin County Attorney 
Room 400, Court House 
Minneapolis, Minnesota 55415 

James Griffin, Sergeant 
St. Paul Police Department 
101 E. 10th Street 
St. Paul, Minnesota 55101 

C.B. Hanscom, Director 
Department of Police 
University of Minnesota 
2030 University Avenue W.E. 
Minneapolis, Minnesota 55414 

John J. Harbinson, Chief 
Minnesota Highway Patrol 
Highway Building 
St. Paul, Minnesota 55101 

Larry Harris, Acting Director 
Urban Coalition 
970 Pillsbury Building 
608 - 2nd Avenue South 
Minneapolis, Minnesota 

Robert Hasselstrom, Chief 
Crystal Police Department 
4141 Douglas Drive North 
Minneapolis, Minnesota 55422 

Calvin F. Hawkinson * 
Superintendent 

Minneapolis Police Department 
29 City Hall 
Minneapolis, Minnesota 

Richard Held * 
Special Agent in Charge 
Federal Bureau of Investigation 
Federal U.SeCourt House 
Minneapolis, Minnesota 55401 

Harold Higgins, Superintendent* 
Minnesota Bureau of Criminal 

Apprehension 
1246 University Avenue 
St. Paul, Minnesota 55104 

Timothy J. Howard 
National Association for the 

Advancement of Colored People 
766 Concord Street 
St. Paul, Minnesota 55107 



Andrew Hudson 
Medical Services Representative 
Pitman-Moore Company 
1818 Kenwood Parkway 
Minneapolis, Minnesota 55405 

A. Edward Hunter 
State Planning Agency 
645 E. Central Park Pl&ce 
St. Paul, Minnesota 5~104 

Hon. John T McDonough 
Probate Judge 
Washington County 
Courthouse 
Stillwater, Minnesota 55082 

Lester W. Melchert, Sheriff * 
Carver County 
Courthouse 
Chaska, Minnesota 55318 

Frank Kent, Commissioner Willard Morris, Director of Training 
State Department of Human Relations Minnesota Bureau of Criminal 
Room 53, State Office Building Apprehension 
St. Paul, Minnesota 55101 1246 University Avenue 

Charles Johnson 
District Prosecutor 
Box 354 
Mankato, Minnesota 56001 

Robert Jorvig, Executive Director 
Metropolitan Council 
220 Griggs-Midway Building 
St. Paul, Minnesota 55104 

Ralph Keyes 
Association of Minnesota Counties 
375 Griggs-Midway Building 
St. Paul, Minnesota 55104 

Dean Lund, Executive Secretary 
Metropolitan Section 

St. Paul, Minnesota 55104 

Rolf T. Nelson * 
State Representative 
3811 W. Broadway 
Minneapolis, Minnesota 55422 

Donald Omodt, Sheriff 
Hennepin County 
Courthouse 
Minneapolis, Minneaota 

Robert L. Pavlak 
State Representative 
116 W. Belvidere Street 

55415 

St. Paul, Minnesota 55107 
(Sergeant, St. Paul Police Dept.) 

League of Minnesota Municipalities Carl V. Pearson * 
314 Social Science Building Executive Director 
University of Minnesota Minnesota Peace Officers Training 
Minneapolis, Minnesota 55455 Board 

James Macken, Jr., Chief 
Rochester Police Department 
City Hall 
Rochester, Minnesota 55901 

Hon. Stephen L. Maxwell 
Judge of Municipal Court 
Court House 
St. Paul, Minnesota 55101 

Lester E. McAuliffe,*Chief 
St. Paul Police Department 
101 East 10th Street 
St. Paul, Minnesota 55101 
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160 State Office Building 
St. Paul, Minnesota 55101 

Donald Poss 
City Manager 
Brooklyn Center 
7100 Osseo Road 
Minneapolis, Minnesota 

Jack Provo 

55429 

Hennepin County Commissioner 
Courthouse 
Minneapolis, Minnesota 55415 



Roman tain * 
ld Police tment 

6700 Portland Avenue 
Richfield, Minnesota 55423 

Robert Rysavy, Sergeant * 
Austin Police Department 
419 NoE 4th Avenue 
Austin, Minnesota 55921 

Samuel L Scheiner Executive 
Director 

Jewish Communi Relations Council 
of Minnesota 

211 Produce Bank Building 
100 North 7th Street 

s, Minnesota 55403 

Roland Schmidt Chief * 
Glencoe Police Department 
Glencoe, ota 55336 

Milo s. Tasky 4 Chief * 
Duluth Police Department 
Duluth, Minnesota 55802 

(* member, Minnesota Peace 
Officers Training Board) 

Arne Schoeller* Assistant Attorney 
General of Criminal 
Division 

Of of the 
S • Paul, Minnesota 

General 
55101 

Sorenson Chief * 
Louis Park Po ce Department 

Minn. Peace Officers 
Board 

Hon. 

Muni 
Room 409B 
Minne 

Blvd .. 
ota 55416 

ota 55415 

Sheriff * 
Anoka County 
Vice~Chairman 

Of cers Tr 
Court House 
Anoka Minnesota 

0 Peace 
Board 

5530 3 
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SECTION FOUR 

RESEARCH METHOD AND 

PROJECT OBJECTIVES 

This project was a study to determine the need for and 

the feasibility of the State of Minnesota to plan, organize 

and operate an academy for the training and development of 

primarily (but not exclusively) local law enforcement 

sonnel. It was conducted on behalf of the State Peace Of cers 

Training Board and the Attorney General of the State of Minn­

esota. The Contract requirements were essentially as follows: 

1. The Management Center was to do all of the necessary 

preplanning to create a capability which could pro­

duce a study as to the feasibility of a state funded 

and operated law enforcement academy. The preplanning 

was to include submissions to the state Peace Of cers 

Training Board of a model of such study. 

Two submitted January 10, 1968) g 

(Appendix 

2. The Management Center was also to submit a general 

plan as to a time table and the necessary financial 

aspects of the feasibility study. (Appendix Two 
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3. This preplanning was also to include the design of 

the ne~essary survey instrument to assess the training 

and development needs of law enforcement personnel 

within the state. (Appendix ONE) 

4. A report of this phase of the feasibility study 

was to be included in the feasibility study report 

and sufficient copies were to be made available to 

the Peace Officers Training Board. 

5. Further the Management Center was to conduct a study 

as to the feasibility of designing an academy primarily 

for the training of local law enforcement personnel. 

This study was to undertake to determine thefollowing: 

(1) Whether an academy of law enforcement should be 

designed and implemented; 

(2) The training and development needs within the 

state; 

{3) The design of a planning study to implement such 

an academy if a decision was arrived at whereby 

the state agreed to implement such an academy; 

(4) The general configuration of a model of a pro­

posed academy. 

6. In the process of conducting such a feasibility study, 

the Management Center was to: 

(1) Survey and analyze training and development needs 

of law enforcement officers within the state using 

a previously designed instrument. (Appendix one) 

(2) Organize an advisory council to assist in the 

design, implementation, and evaluation of the 
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feasibility studyi said council to be repre­

sentative of all groups of professionals and 

citizens concerned with improving the effective­

ness of law enforcement. (Section l> 
(3) Draw appropriate conclusions from the research 

data, and from other sources as appropriate to 

answer the basic questions. 

(4) Initiate the collection -0f resource materials 

to enable a subsequent planning study to take 

place as expeditiously and inexpensively as 

possible. 

(5) Develop the necessary manpower resources to 

expedite a planni~g study. 

(6) The Management Center was to provide adequate 

copies of the final report for use by the State 

but not to exceed 200 copies. 

7. On an overall basis the Management Center was to 

develop not only awareness of the questions as to 

whether such an academy should be designed and operated, 

but it was also to place a primary focus on the 

identification of additional questions which needed 

to be answered to improve law enforcement in the state 

to the extent that the needs could be answered through 

"job" related training for professionals in the total 

field of criminal justice and law enforcement. 
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a~ If possible related peripheral areas were to be 

identified if they might be affected by the training 

process ... 

The Project staff prepared a basic research approach, 

which while modified to some extent during the research, 

remained essentially whole during the months of the project. 

The research approach was to: 

1. Develop a preliminary model of a possible approach 

to the study and submit for approval to the Attorney 

General and the Peace Officers Training Board. 

2. Secure approval of basic approach and limited ob­

jectives. 

3. Develop a project staff capability to conduct the 

research. 

4. Develop a research schema which would make possible 

achievement of the objectives within the financial 

and time constraints. 

5. Delegate appropriate portions of the research to 

individual members of the project staff. 

6. With the assistance of the Attorney General, appoint 

an Advisory Council of professionals, properly repre­

sentative of those dimensions of law enforcement and 

criminal justice likely to be affected by or to affect 

the study& This, was to include professionals, min­

orities, labor and citizens at large. 

7s Design, apply, and interpret the necessary assessment 

instruments to measure those aspects of local law 
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enforcement likely to be concerned with the estab­

lishment of a state Law. Enforcement Academy. 

8. Collect relevant data to assess the curriculum of 

law enforcement training facilities in the United 

States. 

9. Analyze relevant literature to assist in the estab­

lishment of reconunendations for long term curriculum. 

10. Establish a speci2l sub-conunittee of experienced 

police training officials to evaluate the effeGtivenP.ss 

of existing police training curriculum. 

11. Periodically review with the Advisory Council those 

data currently available for the purpose of assessing 

its significance in the general crime setting and 

in achievement of law enforcement objectives. 

12. Compile a file of material and identify sources of 

professional assistance to permit a more comprehensive 

planning study to begin at the earliest possiBle 

date and to be completed at the lowest cost consis­

tent with needed results. 

13. Prepare and submit a report consisting of recommen­

dations and supportive data. 

14. Identify unanswered questions which serve as the point 

of focus to initiate a planning study. 

It was found early in the study that its scope was too 

ambitious for the monies and time available. Certain of th~ 

intentions of the Project Staff were not completely realizable 

within these limits. These are identified by asteriks (*) in 

the following list of functional assignments. In addition 
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some suggestions made by the advisory council for additional 

study could not be under taken. These were: 

A. Study of Corrections 

B. Study of Municipal of cals 

C. Study of selection practices in law enforcement 

agencies 

D. Study of educational institutions as related 

to law enforcement 

(Detailed list found in Section Ten) 
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The Consultant and Project Team Research Area Assignernnts 

were as follows: 

11... 

2. 

3. 

4. 

5.* 

6.* 

7. 

8. 

FUNCTIONAL ASSIGNMENT 

Development of Survey instruments 
to determine deomgraphic data 

Administration of mail survey and 
computer analysis of data 

Development of simulated academy 
and questionnaire for selective 
interviewing 

Selective interviewing of police 
chiefs, county attorneys and judges 

Collection and analysis of police 
training academy program's (out of 
sta-ee) 

Collection and analysis of police 
training academy program's (in­
state) 

Arrangements for Field visits and 
data collection contacts 

Analysis and completion of audit 
instrument 

STAFF CONSULTANT 

Mold, Lindsay, Franz, 
Halloway 

Lindsay, Franz, Halloway 

Mold, Leyden 

Leyden 

Mold, Pearson, 
Erek.ken 

Mold, Pearson, 
Brekken 

Mold, Pearson 
Brekken 

Brekken, Mold, 
Lindsay 

9.* Development of a list of all police Brekken 
law enforcement training programs 
in the United States 

10. Coordination and contact with Pearson 
appropriate State and Federal 
agencies 

11.* Development of a glossary of Lindsay, Mold 
terminology 

12.* Analysis of literature relevant to Brekken, Mold 
project and development of 
bibliography 

13.* List of innovative police projects Brekken 
in the United States 

14.* Analysis of British Police Training Mold 
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15.* Analysis of FBI Training Pearson, Mold 

16. Analysis of problems and needs in Webb 
facilities, technology, science and 
hardware 

17. Analysis of educational methodology,Webb 
visual aids, library -- film library 

18.* 

19.* 

20. 

21. 

22.* 

23. 

24 .. 

26 .. * 

27.* 

Analysis of higher education 
capabilities to support local 
police training (area vocational 
schools and junior colleges) 

Development of a statement of 
philosophy on law enforcement to be 
used as the basic policy of the 
proposed academy 

Analysis of communications, 
technical, and electronics require­
ments for an academy 
Development of a proposed consul­
tation service to local law 
enforcement 

Development of an approach for 
proper inter-facing with existing 
state and federal agencies 
(Minimize costs, maximize utility) 

Development of requirements for 
faculty administration and staff 

Development of standard curriculum 

Development of special community 
relations curriculum (including 
relations) 

Development of a list of all non­
state organizations concerned with 
effective law enforcement 

Analysis of current programs in 
"Standard of Selection 11 

Mold 

Mold 

Webb 

.Mold 

Mold 

Mold 

Mold, Pearson, Brekken, 
Shapiro 

Mold, Pearson, 
Shapiro 

Shapiro 

Mold, Shapiro 

28.* Contacts with principal educational Mold 
institutions v.:hich assist law 
enforcement training 

29. Public Relaitons on the project Leyden 

30.* Budget for the academy Mold 
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31.* Analysis of traineeship require­
ments for municipalities 

32. Visits to and analysis of selected 
police training academies 

33. Preparation of preliminary and final 
reports 

Mold 

Mold 

Mold and Staff 

The other members of the Project Staff were to be avail-

able for sub-assignments from members listed above, and did 

so serve. 

Of great concern to the Project Staff and the Advisory 

Council was the necessity to collect data which wDuld be properly 

representative of the problems im the state as well as the 

population. Therefore the study is not truly based on repre-

sentative sampling but on a combination of this approach plus 

weighting in the direction of special problems caused by geo-

graphical location, community, physical configuration, size, 

and size of police department. ~he result of this effort at 

proper coverage is described on the three county maps of the 

State of Minnesota found on pages 

4-9 



4-10 

TOTAL AREA BY COUNTY TO 

SOME DEGREE COVERED IN 

STUDY 

Total Police Officers in State - 4263* 

Total Police Officers in 
7 County Metro Area 2003* 

*Not including State Highway Patrol 
or Conservation Department 
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Partial 

Complete 



4 12 
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WITH POLICE CHIEFS AND 
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The study included in its early phase an effort to collect 

information on the curriculum of municipal training academies 

in various parts of the United States as well as those of the 

very few state academies which were then in operation. 

It was found in almost all cases that the curricula of 

the Minneapolis, St. Paul, Subu.rban, BCA and Highway Patrol 

Academies were as 11 good" or in many instances superior. In 

addition, field trips were made to assess several programs 

including that of California (not including Los Angles). So 

little information of additional value was secured that this 

phase of the study was terminated and the funds thus made 

available were re-allocated to the interviewing process in 

the State of Minnesota. It was also determined from extensive 

correspondence with Crime Corrunissions across the United· States 

that very little research of this type has been conducted 

and most states have requested copies of this final report 

for their use. No effort was made to directly study the 

training of the FBI Academy, or those of New York City, Los 

Angeles or Chicago. Interview were conducted with: 

1. Floyd Roman, Chief of Police, Richfield, relative 

to the Province of Ontario Academy. 

2. Mr. Orrell York, Executive Director, Municipal Police 

Training Council, State of New York, relative to 

the regional programs in New York State. 

3. Glen Brooks, Chief, Police Department, Montebello 

California, relative to the use of junior colleges 

for training police recruits. 
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4. Mr. William Morris, Agent for the Minnesota Bureau 

of Criminal Apprehension and Director of Training, 

BCA training programs in the State of Minnesota. 

5. Mr. Carl Pearson, Executive Director, Minnesota Peace 

Officers Training Board relative to his studies of 

local law enforcement training in the United States. 

These interviews confirmed the preliminary conclusions 

that the study would need to be focused on Minnesota and that 

the results would be innovative since it would not be possible 

to find a "Tailor made 11 solution somewhere in the United States. 

The State of Minnesota stands on the frontier of law enforce­

ment training and in the advance guard, - only limited assistance 

will be available from elsewhere. 

4-14 



SECTION FIVE 

RECOMMENDATIONS 



SECTION FIVE 

RECOMMENDATIONS 

I. THE ACADEMY --- ITS PURPOSE AND ORGANIZATION 



They should be empowered to make recommendations directly to the 

Advisory Council. 

9. The operations of the BCA should be substantially expanded to provide 

needed interim training until an interim Academy can be formulated --

this leading to a formally structured Academy. 

II. THE ACTIVITIES OF THE ACADEMY 

1. The Academy should provide a wide range of assistance to local law 

enforcement agencies to enable the development of local, regional, and 

individual police officer programs of an inservice and upgrading nature. 

These would be conducted at the local level by the municipal police force(s). 

2. The Academy should provide services in the following areas on an optional 

basis to police chief or sheriff at his request, such as: 

A. Consultation in training and administration of local law enforcement 
agencies. 

B, Research. 

C. Library facilities including books, films, tapes, periodicals, pamph­
lets, etc. 

D. Presentations to local government on role and methods of law enforce -
ment. 

E. Presentation to associations and professional groups. 

F. Research facilities. 

G. Files of current programs of other academies, etc. 

H. Files of consultants and resource personnel available to assist 
local law enforcement. 
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3. The Academy should maintain records and supply to local law enforce­

ment agencies, personnel information to enable transfer of police per­

sonnel (without the need of local law enforcement to repeat selection and 

recruit training if not necessary.) 

4. The Academy should make available on an organized basis its facilities 

to any local law enforcement or criminal justice agency to the extent that 

the facilities are surplus. 

III. FOR WHOM THE ACADEMY IS DESIGNED 

1. The Academy should provide a curriculum for all dimensions of law en­

forcement, and all levels of organization. This would include types of 

organizations as follows (but could be broadened): 

A. Police Department 

B. Sheriff's offices 

c. State Highway Patrol 

D. Conservation Department 

E. Park Police 

F. University Police 

G. Special units; Airport police, etc. 

H. BCA Agents 

]. Constables 

This would also include by levels : 

A. Patrolmen, Deputies, Constables 

B. First Level Police Management 

C. Intermediate Command 

D. Police Chiefs and Sheriffs 

E. Special Service Personnel 

F. Others 
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2. The Academy shall provide training and leadership necessary for develop­

ment of local law enforcement "instructors". 

3. The Academy should provide training activities to enable minority and/ or 

underprivileged citizens to achieve police employment at current standards. 

IV. THE RECOMMENDED CURRICULUM OF THE ACADEMY 

1. The Academy should provide training in a variety of special areas for law 

enforcement executives who accept assignments which influence the effect­

iveness of Law Enforcement in other communities: (following are the examples): 

a. Serving on oral selection boards 

b. Teaching in other Community Law Enforcement Training Programs 

c. Serving as a consultant 

d. Testifying before special legislative commissions 

e. Writing for publication 

f. Serving in association leadership positions 

g. Serving on local inter-agency commissions 

2. A set of standard job descriptions should he prepared and then validated 

by experienced law enforcement personnel in the following areas and used 

as one tool in the preparation of an Academy curriculum: 

a. Law Enforcement officer by sizes and types of community and type 

of work 

b. Supervisors 

c. Managers 

d. Specialists 

e. Technicians 

f. Civilian support personnel 
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3. A system of minimum proficiency examinations (skill, knowledge, 

attitudes) should be designed to assist in the formulation of Academy 

refresher curricula and for other uses. 

V. THE PHYSICAL LOCATION AND PLANT OF THE ACADEMY 

The Academy should be physically located on a site which will provide 

for maximum educational effectiveness at the lowest total cost to the 

citizens of the state. This would conside:r the resources and economics 

of both students and faculty. (Approximately 50% of the law enforcement 

officers in the state are located in the seven county metropolitan area.) 

2. The physical facilities of the Academy shall include: 

a. Flexible classrooms for training 

b. Gymnasium and physical training facilities 

c. Air and water safety training facilities 

d. Pursuit driving facilities 

e. Investigativ<:-' facilities and crime scene mock ups 

f. Indoor and outdoor firearms and equipment qualification facilities 

g. Air strip 

h. Athletic 1'ield 

i. Laboratories to support educational effort 

j. Facilities to develop program support for training 

k. Audio-visual production and support facilities 

1. Consultation space 

m. Dormitory facilities 

n. Eating facilities 

o. Parking facilities 
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VI. THE ROLE OF THE ACADEMY IN PROFESSIONALIZATION OF LAW ENFORCEMENT 

1. The Academy should become the focal point for professionalization of law 

enforcement in Minnesota. 

2. The Academy should maintain liaison with professional organizations con­

cerned with law enforcement and education and shall communicate to law 

enforcement agencies information on new methods, equipment, and law 

enforcement technology and educati::m. 

3. The Academy should disseminate information relative to the availability of 

its resources and new developments in law enforcement. 

4. The Academy should become a clearing house for detailed and careful eval­

uation of all programs developed for application in law enforcement training 

as well as equipment and supplies meant for that purpose. 

5. A requirement should be assigned to the Academy Advisory Council that it 

annually contract for a review of the effectiveness of the Academy with a 

report being made to the legislature, the Governor, and the Attorney General. 

6. A comprehensive Law Enforcement Officer Competency Examination Process 

should be designed to enable the establishment of a NON -supervisory rank of 

Master Professional Law Enforcement Officer which might have an incentive 

pay level attached to it. In this connection a study of a two-track compensa­

tion system should be made to determine the feasibility of higher level of 

compensation for highly competent law enforcement personnel without their 

going into management just to earn some money. (This system is presently 

in use in some business organizations for engineers, sales personnel, Armed 

Forces, and others.) 
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7. A code of ethics for use by local law enforcement should be designed and 

incorporated into the curriculum of the Academy. 

VII. FURTHER NEEDED STUDIES FOR IMPLEMENTATION OF THE ACADEMY CONCEPT 

1. A study should be made of all aspects of these uses of refresher training to 

permit and encourage lateral entry into law enforcement. 

2. A detailed study should be made of the financing of the Academy to include the 

possibility of it becoming a non-profit corporation to be operated for the state 

but on a basis to encourage Foundation and other contributions. 

3. It is recommended that a planning study for the design and implementation of a 

law enforcement Academy begin by December, 1969. This would permit the 

following sequence of events: 

a. Planning Study December 1968 - May 1970 

b. Approval by legislature - January 1971 

c. Employment of an Executive Director - December 1969 

d. Finish land acquisition - December 1971 

e. Begin construction - May 197 2 

f. Begin interim operation of Academy in leased facilities - May 1972 

g. Expand Academy operations into new facilities - May 1974 

4. A study should be conducted to determine the precise objectives of a law 

enforcement Academy with a report being made at an early date to an ap -

propriate legislative committee. 

5. An in depth study should be made to determine the detailed training needs 

of local law enforcement throughout the state. Which would result in prep­

aration of: 
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a. Detailed training guides and curriculum 

b. Performance criteria 

c. How many personnel by numbers and types need to be trained 

d. The identification of the possibility of the facilities of the Academy 

becoming a center for the recruitment, selection, and placement 

of officers in municipalities. 

e. Identify unique training needs by type of law enforcement agency. 

6. A study should be conducted to determine the special training needs of law 

enforcement personnel in communities where there are less than five law 

enforcement officers. 

7. A study should be made with respect to the financing of the attendance of 

local law enforcement personnel. 

8. A study should be conducted of the training needs resulting from the sheriff 

contracting system for municipalities (the problem of multiple municipality 

law enforcement. ) 

9. A study should be conducted of the attitudes of judges, county attorneys and 

others in the criminal justice system as to the requirements of performance 

of law enforcement personnel in their jurisdictions. From this study additional 

training needs might be identified. 

10. A study should be conducted of annual reports of law enforcement agencies to 

determine the relationship between the activities of law enforcement officers 

and the proposed curriculum of the Ac::i.demy. 

11. A study should be made to determine what differences if any exist in the hiring 

requirements of police officers and firemen ' to determine the training problems 

involved in the growth of the combined position now present in some communi­

ties called "safety officers. " 
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12. A study should be conducted on the need to improve the supervision 

and management of law enforcement agencies. 

13. A careful and detailed demographic and geographical analysis of law 

enforcement needs of the state should be undertaken in order to: 

a. Determine if a law enforcement characteristics index can be 

developed to predict the training needs for each individual com­

munity in the state. 

b. Forecast the ten year training needs of law enforcement agencies by: 

1) Numbers to be trained. 

2) Types of personnel to be trained by number. 

c. Determine the financial configuration of the Academy. 

14. A detailed study must be conducted as to the relationship between space and 

facilities requirements and the following partial list of variables: 

A. The Academy basic recruit program must be a minimum of 12 to 

14 weeks (if it is to include Minneapolis and St. Paul Police Depart­

ments and the State Highway Patrol. ) 

B. A 10 - 15 per cent turnover among an estimated 5000 law enforcement 

officers will require space for 500 - 750 officers per year for a basic 

police science course. 

C. Providing a two week refresher for all law enforcement officers in the 

state will require certain space. 

D. All Supervisory and Management training requires a certain amount 

of space. 

E. All other programs for specialists and programs of all other agencies 

will require space. 
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F. The establishment of a system of electives to provide sufficient 

flexibility for local law enforcement and the space requirement 

of this approach. This could be a major value in small department 

usage of the Academy. 

G. The probable increase in number of law enforcement personnel in 

the next twenty year period must be forecast with its impact on 

facilities. 

15. A detailed study should be conducted as to the hiring standard required 

for entry into law enforcement at all levels, (in all communities) and for 

promotion into all levels with a careful review of their impact on training 

requirements. 

16. A study should be conducted on the possibility of use of young men below 

the age twenty-one (18 years to 19 years) for certain types of law enforce­

ment work and its relationship to an Academy. (The possibility exists of the 

use of this age group as Community Service Officers.) 

17. A study should be conducted on the salary requirements necessary to upgrade 

the profession of law enforcement and the subsequent impact of these re -

quirements on an Academy. 

18. A study should be conducted on the relationship between elected municipal 

officials and their need for training in law enforcement to the extent that 

they supervise law enforcement agencies. 

19. A study should be made of the deputizing process in the state and how this 

relates to mandatory training. 

20. A definite study should be conducted to identify all personnel in the state 

who have the power of arrest (not citizens arrest) or who supervise the 

administration of criminal laws and the extent to which they are covered 
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by the mandatory training provisions of the state law. 

21. A study should be conducted of Civil Defense personnel a.nd the extent 

to which they are involved in law enforcement or could be involved, 

the latter based on their community's planning. 

22. A study should be conducted on the role of private police who are depu­

tized and uniformed and who appear in this manner in public. This 

should include their function, behavior, training and relationship to 

public law enforcement agencies. 

23. A study should be conducted on the training needs of other dimensions 

of the criminal justice system as they might be able to interface with 

the physical facilities of the Academy or as these professional fields 

might be able to develop their own facilities at the same geographical 

location. 

24. A study should be conducted to determine the training needs of any officer 

who has part-time 0r temporary assignments. This should include police 

reserves, part-time deputies, part-time constables and any person who 

is deputized or is given the power of arrest in a formal manner (exclude 

citizen arrest). It should also include any uniformed and badged person 

who is not deputized but who appears to the public, when in public, as a 

law enforcement officer. 

25. A study should be conducted on the development of means for cooperative 

use among law enforcement agencies of law enforcement instructors with 

special skills. 

26. A study should be conducted on the rate of absolescence of law enforcement 
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knowledge, skills and attitudes at the present and its likely impact 

on need for refresher training. 
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SECTION SIX 

REPORT ON 11 TRAINING NEEDS OF 

LAW ENFORCEMENT AGENCIES" SURVEY 

PART I - SUMMARY OF SELECTED DATA 

PART II - DATA TABULATION AND COMMENTS 



PART I SUI"'.IMARY OF SELECTED DATA 

One of the most vital needs of American Society is to 

understand the needs for improvement in law enforcement as 

expressed by officers and supervisors of law enforcement 

agencies. If we are to achieve more effective law enforce-

ment; if we are to develop a better understanding between 

citizens and those who dedicate their lives to enforcement 

of the law, we must know what officers and supervisors 

frankly think about their needs for growth and development. 

Improvement must first start with awareness of the need to 

improve. For this reason a survey was conceived to attempt 

to identify the training needs of law enforcement officers 

in the State of Minnesota. A copy of the instrument is con­

tained in Appendix 1$ It was not possible to send a questionnaire 

to every law enforcement officer in the State, so a sample plan 

was developed with the aid of Drs. Holloway and Franz of the 

Industrial Relations Center, University of Chicago. 

Within the State of 

1967, 4263 Law 

ment or in a 's 

cers within State 

there were, in August 

Of cers in ther a Police 

ce 
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Sheriff's Dept. 

Police Dept. 

Total 

Table 1 

DISTRIBUTION BY TYPE OF FORCE 

Number of Officers 

Full Time 

656 (15%) 

3103 (73%) 

3579 (88%) 

165 ( 4%) 

339 8%) 

504 (12%) 

821 (19%) 

3442 (81%) 

4263 (100%% 

There are 87 Sheriff's Departments in the State and 

524 Police Departments. Many of these are one-men forces .. 

A few are very large. Table 2 shows the distribution by size. 

Table 2 

DISTRIBUTTON OF DEPARTMENT BY SIZE OF FORCE 

Number of Officers with 

Sheriff's 
Dept 

Police 
Dept .. 

Total 

less than 
4 men 

42 

401 

443 (72%) 

4 but less 
than 

32 

65 

97 (16%) 

The 5 departments with 100 

1635 of the 4263 in the State .. 
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10 but less 100 or Total 

11 2 87 (14%) 

55 3 524 (86 % ) 

66 (11%) 5 (1%0611 (100%) 

or more officers account for 



Sheriff ' s 
Dept. 

Police 
Dept. 

Total 

Sheriff ' s 
Dept. 

Police 
Dept. 

Total 

' Table 3 

GEOGRAPHIC DISTRIBUTION OF OFFICERS 

Twin City Seven 
County Are~ 

450 

1553 

2003 (4 7%) 

Olmstead & St. Other Total 
Louis Counties Counties 

68 303 821 

315 1574 3442 

383 ( 9%) 1877(44%)4263 

Table 4 

NUMBER ·OF OFFICERS PER 1,000 OF POPULATION 

Twin City Seven 
County ~rea 

.26 

• 91 

1.17 

Olmstead & St. Other 
Louis Counties Counties 

.24 .19 

1.09 .99 

1.33 1.18 

(19%) 

(81%) 

(100%) 

In addition to the Law Enforcement Officers referred to 

above there are approximately 1000 other officers in the State. 

These are members of the Highway Patrol, Conservation Depart-

ment and various special forces such as the University of Minnesota 

Police Department. 

Sample Plan 

875 surveys were sent throughout the state as shown 

below: 
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Table 5 

SAMPLE DESIGN 

NUMBER OF SURVEYS BY CLASSIFICATION 

Seven Area tate Total 

Sheriff's Dept. 36 114 150 (17%) 

Police Dept. 370 229 599 (69%) 

Other Dept. 1 * * 126 14% 

Total 875 (100%) 

1 
Other Departments refers to: Highway Patrol, Conserva-

tion Department, Bureau of Criminal Apprehension, Campus Police, 
etc. 

*Lists of officers were submitted by the Highway Patrol, 
Conservation Department and other special departments 
and a sample was selected. Thus it was impossible to 
determine their geographic location. 

Lists were submitted (either by name or badge number) 

by the Police Departments of Duluth, Minneapolis and St. Paul 

and a similar sample was taken. Recipients of the other question-

naires were determined as follows: 

1. In the Seven County Metropolitan Area; Police Depart-

ments of varying sizes were chosen and every officer 

received a questionnaire. 

2. In the outstate area: Counties were chosen with 

respect to geographic location and distribution 

of sizes departments. 

One exception to this was Dakota County which although 

within the Seven County Area, was chosen by method 2 because 

it contained a combination of very small de?artments and fairly 

large departments. 
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Three small departments in St. Louis County were also 

chosen in addition to Duluth. 

Every sheriff (87) received a questionnaire. 

Returns 

Of the 875 questionnaires sent out, 453 (52%) were returned 

and used in the analysis. Anonymity was maintained throughout 

and pre-coding of surveys was not used to identify respondents. 

However, each respondent checked off his department classifica­

tion and whether he worked in a metropolitan, suburban or out­

state area. From these definitions a breakdown of the returns 

ean be obtained. 

Table 6 

RETURNS BY DEPARTMENT AND GEOGRAPHICAL AREA 

Metro Suburban Outstate Total 

Sheriff's Dept. 17 55 72 16%) 

Police Dept. 90 127 95 312 69%) 

Other Dept. 10 4 55 69 15%) 

Total 100 (22%)148 (33%) 205 (45%) 453 (100 % ) 

In addition we can obtain the breakdown, supervisor and 

nonsupervisor, where respondents themselves defined whether they 

were supervisors or not by using the statement at beginning of 

Part VII of the survey instrument. 
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Table 7 

RETURNS BY DEPARTMENT AND SUPERVISOR 

Supervisor Non-su12ervisor Total 

Sheriff's Dept. 36 36 72 (16%) 

Police Dept. 66 246 312 ( 69 % ) 

Other Dept. 22 47 69 (15%) 

Total 124 (27%) 329 (73%} 453 (100%) 

Table 8 

COMPARISON OF SAMPLE RETURNS 

WITH SAMPLE MAILED AND 

TOTAL NUMBER OF LAW ENFORCEMENT OFFICERS 

Number in Questionnaires Questionnaires 
Sent Out Returned 

Sheriffs 821 (16 % } 150 (17%) 72 16%) 

Police 3442 (66%) 599 ( 69 % ) 312 69 % ) 

Other 9 75 (18%) 126 (14%) 69 15%) 

Total 5238 (100%} 875 ( 10 0 % ) 453 (100%) 

When we compare number of surveys returned with number 

of law enforcement officers in the state we find that the 453 

represents 8.6% of the total number in the state. The returns 

from members of sheriffs' departments represent 8.7%; from 

police departments 9.1%i and from 11 others 11 7.1%. 

When we consider that much information in the United 

States is gathered and many decisions are made, based on samples 

which are not only smaller in size but very much smaller in 
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their percentage representation, of the population, it can 

be seen that the representation in this study permits valid 

conclusions to be drawn. 
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Profile a Law cer in the tate of Minnesota 

From the demographic data and other data gathered by 

the survey instrument we can draw a profile of the 11 average 11 

law enforcement of cer. 

He is approximately 39 years of age and has been in Law· 

Enforcement for over ten years and in his present position 

for over three years Previous to his becoming a Peace Officer 

he spent nine years in other employment. Approximately three 

of these years were spent in the armed forces as a staff 

sergeant or lesser rank. The other six years since graduating 

from high school were spent in employment which could be 

considered as other than a white collar job. In this he was 

following an occupational classification siffiilar to that of 

his father. 

As a Peace Officer his salary is between $500 and $700 

per month (somewhat more if he is in one of the metropolitan 

areas) . It is most likely that he is a member of a Police 

Department than any other law enforcement agency and he works 

in a community less than 100,000 population. The size of 

the department in which he works is probably less than 50. 

He patrols in a one man car and unless he is a member of a 

sheriff's department his average work week is around 43 hours. 

If he is a supervisor he works on the average, 6 more 

hours per week, has a higher salary (as expected) and has 

been a peace officer for 5 more years. He is also relatively 

older and has a slighly better formal education 
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The important facets of the job of a Law Enforcement 

Officer as the officer sees them are: (1) the opportunity 

to be helpful to others, (2) working with people and (3) security 

offered in the profession. Status, prestige and recognition 

are not considered as important as security. Nor are they 

as important as the opportunity to use the special abilities 

and aptitudes. Least important is (1) the absence of high 

pressure, (2) freedom from supervision and (3) working in the 

world of ideas and words. Rapid success and freedom from 

conformity rank will down the scale of factors important to 

the average law enforcement officer identified in this study. 

If we examine the ranking in the detailed tables and 

breakdown of returns in Part II of this study we find that 

there is a very high correlation between the way supervisors 

responded to the importance of job characteristics and the 

way non-supervisors responded. This would indicate that there 

is little difference in the way a supervisor and a non-supervisor 

looks at the ch.aracteristics of the profession of Law Enforce­

ment. This is, in a way, to be expected because supervisors 

have come up from the ranMs and work closely to the details 

of day by day work. 

Supervisory training begins well in advance of an individual 

becoming a supervisor. Promotion should be dependent on having 

learned skills which are relavent to supervision as well as 

the potential to learn the balance needed. This is not clearly 

identified in this study, since the subject of promotions was 

not included. 
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Training Experience 

The 11 Average 11 officer, in his ten years in a Law Enforce­

ment agency has had 270 hours formal training. If he is a 

non-supervisor in a sheriffs office this training has been 

less, only 164 hours and most of this has been recruit training 

(if he did have recruit training at all). If the officer 

is a member of an outstate police department then the proba­

bility of his having had recruit training is extremely small 

and this training, where offered, tends to be minimal, (about 

3 weeks). 

Much of the formal training received has been recent. 

For example 110 non-supervisors in police department have 

received on the average 110 hours of formal training between 

January 1, 1967 and March 31, 1968. The Bureau of Criminal 

Apprehension has been responsible for the greatest share of 

this training which has been primarily basic police training. 

Activities and Time on Them 

The average law enforcement officer estimates that approx­

imately 58% of his time is spent on those activities normally 

associated with a peace of cer; (1) patrolling, (2) maintaining 

peace, (3) domes c quarrels, (4) traf c law enforcement, 

(5) accident on and (6) invetigation of crimes. 

He also estimates that 26% of his time spent on what would 

be called "adminis work". The remaining 16% is taken 

up with court services, public relations, serving warrants, 

etc. 
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As expected supervisors spend considerably less time on 

the first set of activities (35%) and more (65%) o~ administra­

tive and court services, etc. Perhaps the amount of time spent 

on administrative work has been exaggerated because of a natural 

dislike of this part of the professional activities. Howe~er 

even if 100% over estimated, it is still considerable and 

training programs must take this into consideration. 

Law Enforcement Skills 

The average law enforcement officer re zes s need for 

more training. If the responses to the 38 items on the skills 

inventory are averaged we have a 58% response 11 He 

knows he needs more training and over 60% of the respondents 

in replying to the question 11 What do you think you need to 

improve your own Performance? 11 said 11 training or more schooling". 

It is not training in what could be considered "manual skills" 

he wants but training in those areas which deal mainly with 

people and their relations with the public. 

so rs 

Of the 453 returns 124 came from supervisors. The majority 

76 (61%) came from the outstate area. The number of persons 

supervised varies from an average of 14.9 for sheriff's depart­

ments to 49.2 for 11 other 11 departments. We find that, as ex­

pected, those supervisors from the metropolitan area are respon­

sible for considerably more people than those in the suburban 

or the outstate areas. 
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The supervisor in Law Enforcement has, on the 

held a supervisory position for 8 years with an additional 

5 years experience, including Mili Service, prior to becoming 

a police officer However 28% have had no training in super-

visory methods and of these (35), 28 are the outstate area. 

When we look at seems to cause the most problems 

for a supervisor we find (1) "getting the work donen, (2) 

11 improving work systems and methods 11
, and (3) "developing 

and training individuals" ranked very high. The same three 

plus 11 Planning and scheduling work 11 are ranked very high on 

"time spent" .. It is perhaps significant that supervisors 

in all three areas sheriff's, police and other spend least 

time on 11 Developing own managerial competence". Here the oppor-

tunity to participate in training programs is not available 

to most of them .. 

When we look at those items in Part IX 11 Management of 

II with high "Yes, I require further training" response 

we a relationship between these items and functions 

causing lems. 74% of the respondents s they 

skill and knowledge in 11 An ing work units for more 

ef fe operations 11
• this with the function "Improving 

work systems and methods 11 which ranked very high in 11 causing 

lems 11
• s larly in '"Management of People" we have a high 

yes response on the items "Getting individuals to participate 

in setting their own work goals" and "P of and parti-

cipating in meetings to build cooperation and improve coor-

dination 11
• it is sible to relate these to those 

tions causing most problems. 
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Of the four groupings "Management of Work Ii, "Management 

of People 11
, 

11 Management of Ideas" and Management of Self-

Developrnent11, the highest overall 11 yes 11 response was found 

in 11 Management of Ideas 11
• 

11 Improvement written and verbal 

communications skills have more than 75% 11 response. 

"Keeping abreast of the most recent developments 

Enforcement field 11 has more than 80 % yes response. 

the Law 

11 Improving my own Managerial ability", one of the items, 

in "Management of self developemnt 11 has alrnos.t a 90% "yes 

response. Compare this th the fact that the supervisor 

spends least time on ii Developing own managerial Competence 11
• 

When we look at Part X of the questionnaire we find that 

11 Giving Directions 11 is most difficult.. s is related to the 

felt need for improvement in communications skills both written 

and verbal.. 

There was a smaller of written responses to 

Part XI than Part VI s is to be expected However, the 

desire for more training and schooling again strong and 

also the expectation that training would be the most powerful 

tool to ease the lems that are facing Law Enforcement 

Of icers general and supervisors particular. 
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Conclusions 

875 surveys were mailed out, 453 (52%) were returned. 

The expected return on a mailed questionnaire is between 

30 and 40 per cent. The 52% returns in this case is excellent 

and reflects a desire on the part of Law Enforcement officers 

to participate in establishing more and better training. 

There is no doubt that there is a need for more formal 

training for Law Enforcement Officers as expressed by them. 

However, this training should be more 11 people oriented ir than 

their previous training. "Interviewing", "Rules of Evidence 11
, 

"Rights of Accused", "Laws of Arrest 11
, "Search and Seizure", 

"Interrogation Techniques 11 are all items with a high "yes" 

response in the 11 Law Enforcement Skills Inventory". Similarly 

in the Supervisors Inventory, the items with the high yes 

response are those which deal primarily with relationships 

with people .. The supervisors also find "giving directions" 

most difficult to do. Although there is still need for the 

basic and mechanical skills to be taught this is not sufficient 

and the Law Enforcement Officers are very much aware of this 

and seem from their responses to the written part of the survey, 

ready to accept new and expanded training programs. 
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PART II 

DATA TABULATION AND COMMENTS 
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is of Returns 

Purpose of this sec on was to gather demographic data on 

Law Enforcement Of cers within the State and to use certain 

questions as the means of differentiating purposes of 

isa In 

groupings de 

isons. 

Question 1 

Full Time 

Part Time 

Average Work 

s section, as most others, we 11 use the 

above as our basis for 

ff's Dept 
N=72 

7 100% 

0 = 0% 

Police Dept 
N=312 

307 98.4% 

5 L6% 

is and compar 

Other Dept. 
N=69 

67 97 .. 1% 

2 = 2.9% 

Week 56 6 hrs 42 8 hrs 44~6 hrs 

Comment 
the 

For the purpose 6© the remainder of the analysis 
shall be treated as full time. The 

average work week of the officers was over 
30 hrs. 

Note the difference in length of work week for 
f ' th the 

2 
Police Other Total 

Salary 

Less than 499 9 12 5% 4 4% 2 2 9% 53 = lL 7% 

500 to 699 38 166 3 2% 29 42 0% 233 51.4% 

700 25 34 7% 104 33 4% 8 55 1% 167 = 36 9% 

Total 72 (100%) 312 (100%) 69 ( 100%) 453 ( 100%) 
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ti on 2 continued 

Metro Outstate Total 

less than 499 2 = 2% 2 = 1.4% 49 23.9% 53 11. 7% 

500 to 699 37 = 37% 92 = 62.2% 104 = 50.7% 233 = 51.4% 

700 plus 61 = 61% 54 = 4 2:-• 0 52 = 7 36.9% 

Total 100 148 205 453 

Corrunent: Of the 53 of cers who earn less than 499, 49 are 
in outstate and 39 of these are members of Police Depart­
ments. 

Question 3 

Type of Law Enforcement Agency 

Metro Suburban Outstate Total 

Police Dept. 90 = 90% 127 = 85.5% 95 = 46.4% 312 = 68.9% 

Sheriff's Dept. 17 11. 5% 55 = 26.8% 72 = 15. 9 % 

Highway Patrol 2 = 2% 1 71* • 0 26 = 12.7% 29 = 6.4% 

Conservation 
Dept. 3 = 3% 24 = 11. 7% 27 = 6.0% 

Other 5 = 5% 3 = 2.0% 5 = 2.4% 13 = 2.8% 

Total 100 148 205 453 

tion 4 

ze of Corrununities 

No response 6 = 8. 7% 6= 1..3% 

Under 4999 6 = 8.4% 36 = 11.5% 28 = 40.6% 70=15.5% 

5000 to 24999 36 = 49.9% 73 = 23.4% 14 = 20.3% 123 =27.2% 

25000 to 99999 14 = 19.5% 119 = 38 .. 2% 14 = 20 .. 3% 147=32.4% 

100000 & over 16 = 22.2% 84 = 26.9% 7 = 10 .1% 107=23.6% 

Total 72 312 69 453(100%) 
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Question 5 

Type of Community 

Sheriff Ts Dept. Police Dept. Other De12t. Total 

Metro 90 

Suburban 17 = 23.6% 127 

Outstate 55 = 76.4% 95 

Total 72 312 

Quest ion 6 

Size of Force 

Sheriff rs Dept. 

Less than 50 71 = 98 .6% 

Over 50 1 = 1..4% 

Total 72 

Question 7 

Work Detail 

Sheriff Ts Dept.. 

No response 3 :::::: L~. 2% 

Yes 17 = 23.6% 

No 52 = 72 .. 2% 

Total 72 

Work Details - Mentioned Most 

Emergency Squad 

Parole 19 .. 4% 
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= 28.8% 10 = 14.5% 100 = 

= 40.7% 4 = 5e8% 148 = 

= 30.5% 55 = 79.7% 205 = 

69 453 

Police Dept .. Other Dept.. 

184 = 59.0% 27 = 39 .. 1% 

128 = 41.0% 42 = 60.9% 

312 69 

Police Dept .. Other Dept.. 

3 1 0% 0 = 0 .. 0% 

144 46 .1% 23 33 .. 3% 

165 = 52.9% 46 = 66 .. 7% 

312 69 

17 6% 20.2% 

22 .1% 

32 .. 7% 

45 .. 2% 

Total 

282 = 62. 3% 

171 = 37 .. 7% 

453 

Total 

6 = 1..3% 

184 = 40.6% 

263 = 58 .. 1% 

453 



Rank Most 
Often Ment 

Patrolmen 

Deputy Sher 26. 

60.5% 28.9% 

Conservation Officer 18.8% 

Method of Patrol 

No response 9 = 12 .5% 29 = 9.3% 10 = 14 .. 5% 

1 Man car 46 = 63. 202 64" 7% 51 = 73 .. 9% 

2 Man car 16 = 22.2% 61 = 19 .. 4 = 5. 

Other 1 1.4% 20 = 6 .. 4% 4 = 5. 

Total 72 312 69 

Tenure 

Less than 3 yrs. 9 = 12. 71 = 22. 3 = 4 .. 3% 

3 but less than 
10 years 28 = 38 .. 120 = 38 14 = 20" 

10 years & over 35 = 48 .6% 121 = 38 .. 8% 52 = 75 .4% 

Total 72 312 69 

Tenure in Present Position 

Less than 3 yrs. 29 = 40. 139 = 44. 17 24.6% 

3 but less than 
10 years 27 = 37.5% 130 41. 19 27" 

10 years & over 

Total 72 312 69 
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48 = 10. 

299 = 66.0% 

81 17 9% 

25 = 5. 

453 

83 = 18 .. 

162 = 35.8% 

208 = 45 .. 9% 

453 

185 40.8% 

176 38 9% 

453 



Question 12 

Age Sheriff's Dept .. Police Dept .. Other Dept. 
Mean Age 

Metro 39.2 43.0 

Suburban 39.0 33.8 48.7 

Outstate 45.8 40.7 44.0 

Comment: It would seem that Police Department officers are 

Question 13 

on the average younger than other Law Enforcement 
officers within the State and that within Police Depart­
ments the Twin City Suburban officer is considerably 
younger. 

Father or Guardian's Occupation 
% with white collar 

Sheriff's Police Other 

Metro 24% 20% 

Suburban 35% 34% 

Outstate 22% 15% 34% 

All 25% 24% 30% 

ti on 14' 

Education 
% less than H .. S .. 
Graduate Sheriff's Police Other 

Metro 9% 0% 

Suburban 6% 8% 25% 

Outstate 31% 28% 16% 

25% 15% 14% 



Question 15 and 16 

Are not really applicable as only 15 of 453 reported that they had 

a Bachelorrs degree and no one reported having a Masterrs degree. 

However, 32 respondents replied to question 15 and 4 to question 16. 

Of the 32 replying to question 15, 7 indicated a major of Business 

Administration, 6 Sociology, 4 Conservation. The 4 Masters majors 

were made up of 1 Political Science, 2 Psychology, and 1 Agriculture -

Forester. 

Question 17 

Military Service 
Sheriff rs Dept. Police Dept. Other Dept. Total 

None 20 = 27.8% 56 = 17 .9% 8 = 11.6% 84 = 18.6% 

3 yrs. or less 20 = 27. 8% 142 = 45 .5% 32 = 46.4% 194 = 42.8% 

Over 3 yrs. but 
less than 10 31 = 43.0% 104 = 33.4% 24 = 34.8% 159 = 35 .1% 

Over 10 years 1 = 1.4% 10 = 3.2% 5 = 7.2% 16 = 3.5% 

Total 72 312 69 453 

Ranks Held 
Sheriff rs Dept. Police De[?!!:. Other Dept. Total 

None 19 = 26.4% 56 = 17.9% 10 = 14.5% 85 = 18.8% 

Staff Sergeant 
and under 38 = 52.8% 218 = 69.9% 45 = 65.3% 301 = 66 .. 4% 

Platoon Sergeant 
to W.O. 13 = 18.0% 35 = 11.2% 7 = 10 .1% 55 = 12.2% 

Commissioned Officer 2 = 2.8% 3 = 1.0% 7 = 10 .1% 12 = 2.6% 

Total 72 312 69 453 

Branch: Of the 453 officers who responded 59.5% served in either the 
Army of the Navy. 
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Question 18 and 19 

94% of the officers who replied were employed for an average of 

9 years before joining the Law Enforcement Agency. (This includes 

military service.) 27% held jobs which could be considered white 

collar jobs. 
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Supervisor and Non-Supervisor 

The following are some points of interest with respect to 

this breakdown. 

Question 1 

Average Work Week 

Question 2 

Salary over 700 

Question 3 

Police Department 
Sheriff's Dept. 
Other Dept. 

Question 4 

Community under 25,000 

Question 5 

Metro 
Suburban 
Other 

Question 6 

Forces smaller than 50 

Question 7 

Special Work Details (yes) 

Question 8 

Not really applicable 

Question 9 

One Man Car 

Question 10 

Supervisor (124) 

49 .1 hrs. 

65% 

66 
36 
22 

50% 

17% 
22% 
61% 

73% 

35% 

63% 

Over 5 yrs. in Law Enforcement 97% 
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Non-Supervisor (329) 

43.5 hrs. 

30% 

246 
36 
47 

42% 

24% 
37% 
39% 

58% 

43% 

68% 

61% 



11 

Over in 
i 3% 4 % 

12 

Mean 5 2 7 

13 

6% 2 % 

14 

HS % 14% 

Not real that 7 the who have Bache 

2 

18 



Analysis of Part I 

Importance of Job Characteristics 

Very im1;rnrtant = 5 
Not im1;rnr tan t = 1 

Average Score 
Sheriff Ts Police Other 

Score Rank Score Rank Score Rank 

1. A stable and secure future 4.04 5 4.58 1 4.43 1 

2 . Freedom from i;:iressure to conform 
in my i;:iersonal life 2.91 11 3.32 11 2.98 13 

3. Oi;:ii;:iortunity to use my si;:iecial 4.06 3 4.28 5 4.10 5 
abilities and ai;:ititudes 

4. Oi;:ii;:iortunity to be useful to 
society in general 4.11 2 4.35 Lt 4 .. 27 2 

5. Oi;:ii;:iortunity to be heli;:iful 
to others 4.15 1 4.46 3 4.17 3 

6 . Chance to exercise leaders hii;:i 3 '34 7 3.80 7 3.53 8 

7. Social standing and i;:irestige in 
the community 3.22 8 3.33 10 3.33 10 

8. Oi;:ii;:iortunity to be creative and 
original 3.22 8 3.46 9 3.62 7 

9. Chance to earn enough money to 
live comfortably 4.05 4 4.47 2 4.14 4 

10 .. Oi;:ii;:iortunity to work with i;:ieoi;:ile 3.90 6 4.09 6 3.88 6 

11. Chance to achieve recognition 
from others in my i;:irofession 3.12 10 3.47 8 3.43 9 

12. Freedom from sui;:iervis ion in my 
work 2.37 14 2.55 15 2.82 14 

13. Absence of high i;:iressure 2.68 13 3 .14 13 3 .14 11 

14. Oi;:i i;:i ortuni ties for rai;:iid success 
rather than moderate 2.25 15 2.78 14 2.49 15 

15 .. Living and working in the world of 
ideas and words 2.79 12 3.27 12 3.02 12 
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The mos tant items seem to be 

L A stable and secure 

3 Opportunity to use my special abili and aptitudes 

4 e Opportunity to be useful to society in 

5 Opportuni to be helpful to others 

9 Chance to earn enough money to live comfortably 

When we recall that only 15 of 453 had Bachelor's degrees, only 

around 40% attended college at all and around 30% had what could be 

led white collar jobs before j a Law Enforcement agency, it 

is not s 

terns 3, 

s that items l and 9 show up as being important. 

and 5 are to e the nature of the 

of cer 
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Importance of Job Characteristics 

Very important = 5 
Not important = 1 

Average Score 
Supervisor Non-Supervisor 
Score Rank Score Rank 

1. A stable and secure future 4.20 3 4 .5 7 l 

2. Freedom from pressure to conform in 
my personal life 3.03 11 3.27 11 

3. Opportunity to use my special 
abilities and aptitudes 4.30 1 4.18 5* 

4. Opportunity to be useful to society 
in general 4 .17 5 4.35 4 

5. Opportunity to be helpful to others 4.20 3 4.43 2 

6. Chance to exercise leadership 3.74 7 3.67 7* 

7. Social standing and prestige in the 
community 3 .31 10 3. 31 10 

8. Opportunity to be creative and original 3.44 8 3.44 8 

9. Chance to earn enough money to live 
comfortably 4. 2 7 2 4.39 3 

10. Opportunity to work with people 4.00 6 4.04 6 

11. Chance to achieve recognition from 
others in my profession 3.37 9 3.43 9 

12. Freedom from supervision in my work 2.34 15 2.65 15 

13. Absence of high pressure 2.74 13 3 .19 13 

14. Opportunities for rapid success 
rather than moderate 2.45 14 2.72 14 

15. Living and working in the world of 
ideas and words 2.94 12 3. 24 12 

This breakdown may also be considered for age and tenure as well 

because of the relationship which those variables have to whether one 

is a supervisor or not. *Note that for a supervisor the most important 

is rropportunity to use my special abilities and aptitudesrrQ In general 
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the ratings follow the ame However "Chance to 

Th is to be expected@ 

There seems to be little difference when we look at the items 

th respect to c akdown 

Sheriff's 
Suburban Outstate 

l. A stable and s cure 4 3 "90 

others 4 03 

Police Dept .. 
Metro Suburban Outstate 

A 4.. 44 4 66 4 62 

1 " 7 

1 
4 17 4o40 

to others 4., 

to 
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Other Dept. 
Metro Suburban 

1. A stable and secure future 

3. Opportunity to use my special 
abilities and aptitudes 

4. Opportunity to be useful to 
society in general 

4 "60 

4.00 

4.30 

5. Opportunity to be helpful to others 4.20 

9@ Chance to earn enough money to 
live comfortably 4. 20 

4 .. 25 

4.50 

4.25 

4.00 

4 00 

Outstate 

4.09 

4 .. 25 

4.18 

4.14 

It would seem that only minor differences show up and these 

can rhaps be accounted by some thing other than a dif 
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Ana is of Part II 

Data 

1 

Formal Training Average Number of Hours 
She Police Other 

Metro 301 424 

Suburban 248 250 291 

Outstate 214 239 365 

Supervisors 280 444 592 

Non-Supervisors 164 213 265 

tion 2 

Re t Training Number & Percentage who replied " II 

Sherif~'s Police Other 

Metro 77 = 86% 6 60% 

Suburban 41% 78 61% 2 = % 

Outstate 9 = 16 .. 3% 27 = 28% 36 65% 

ors 8 2% 25 = 38% 14 64% 

8 22% 157 64% 0 = 64% 

Number of Hours 
Police N=l82 N=44 

Metro 218 17 

214 172 260 

Outstate 262 126 510 

356 106 445 

Non-Supervisors 126 196 464 
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As mentioned in the analysis of Part I the breakdown super-

visors and non-supervisors also approximately represents age and 

tenure. This reflected in particular with respect to police 

officers. The supervisors or older members have had less recruit 

training than newer members. 

The corresponding figures for sheriffs do not b~ar this out. 

However, recruit training for sheriff's officers may not be so well 

defined and also the number of supervisors is greater here. The 

11 others 11 also do not reflect the same conclusions as the police 

departments with respect to geographic breakdown. This may have 

been brought about by the fact that 26 of the 36 11 outstate others 11 

are Highway Patrolmen. 

Note that only 28% of Outstate Police Department members had 

recruit training and that averaged only 126 hours or 3 weeks. 

Organization which provided Training 
Sheriff's N=l6 Police N=l82 Other N=44 

Bureau of 
Criminal 
Apprehension 50% 28% 7% 

Departmental 44% 59% 73% 

Other 6% 13% 20% 
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Question 3 

Formal Training Since January 1, 1967 

Number & Percentage who replied "yes" 
Sheriff's DeEt. Police DeEt .. Other DeEt .. 

Metro 40 = 44 .. 4% 3 = 30% 

Suburban 9 = 53% 69 = 54 .. 3% 2 = 50% 

Outstate 21 = 38% 44 = 46 "3% 37 = 67 .. 2% 

Supervisors 14 = 39% 43 = 65% 16 = 73% 

Non-Supervisors 16 = 44% 110 = 45% 26 = 55% 

Average Number of Hours 
Sheriff's N=30 Police N=l53 Other N=42 

Metro 124 200 

Suburban 53 109 110 

Outstate 75 80 37 

Supervisors 54 92 85 

Non-Supervisors 83 110 31 

Place of Trainin~ 
Sheriff's N=30 Police N=l53 Other 2 

6 7% 31% 2 8% 

Departmental 3% 20% 14% 

Other 17% 21% 28% 

No Response 13% 28% 30% 
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I 
-1 

I 
I 
I 

J 

j 

j 

J 

Type of Training 
Sheriff's N=30 Police N=l53 Other N=42 

Basic Police Course 53% 31% 25% 

Investigative Type Courses 13% 19% 

Enforcement Type Courses 7% 9% 

Police Command 7% 17% 

Other 17% 16% 38% 

No Response 10% 18% 20% 

Question 4 

Currently Participating in Training 

Sheriff's Dept. Police Dept. Other Dept. 

Metro 19 = 21.1% 3 = 30% 

Suburban 

Outstate 

Place of Training 

Correspondence 

Junior College 

University of Minnesota 

Departmental 

Other 

4 =23.5% 

13 =23.6% 

Sheriff's N=l7 

3 

0 

2 

7 

8 

35 = 27.5% 

31 = 32.6% 

Police N=85 

17 

3 

11 

59 

15 

Description: Primarily Basic Police Course (27 of 111). 

There were 53 No Responses to this part. 
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1 = 25% 

5 = 9% 

Other N=9 

1 

0 

1 
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Ana is of Part III 

Sheriff's 

Metro 

Suburban 48.,0 

Outstate 6L9 

Supervisors 63" 1 

Non-Supervisors 53" 7 

Average Work Week in Hours 
Police Other 

4L4 42 "0 

42.,0 42s5 

44 "0 44 5 

44® 2 43 "5 

42 "0 44.2 

Percentage of Time Spent on Activiti~~ 
Sheriff's Dept .. 

Suburban Outstate 

% 
Patrolling, domestic quarrels,etc., 22" 5 

% 
19 "2 

Traffic Law enforcement & accidents 6 "2 10 .. 7 

Investigation of crimes 25 .,0 

Court services 9 "3 12" 1 

preparation, report ting lL 

Other s 16 15" 1 

Public Relations 3 4 

Other 19 "l* 

Not accounted for 4 8 1 .. 3 

t s ce, s papers 
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Patrolling, domestic quarrels, etc 

Traffic Law enforcement & accidents 

Investigation of crimes 

Court Services 

Report preparation, report writing 

Other administrative work 

Public Relations 

Other 

Not accounted for 

Percentage of Time Spent on Activiti~~ 
Police Dept. 

Metro Suburban Outstate 

% % % 
25.7 37.2 37.6 

15.7 20.l 18" 8 

15.4 9.4 10.0 

3.4 2.9 4.6 

14.4 10.9 12.1 

15.4 11.0 8.7 

2.4 1. 7 2.1 

4.0 5.4 4.4 

3.3 1.0 1. 3 

It should be noted that the suburban and outstate officers both 
spend more than 55% of their time on the first two items. While the 
metropolitan police officers spend more time than the others on report 
writing, report preparation and other administrative work. 

Patrolling, domestic quarrels, etc. 

Traffic Law enforcement & accidents 

Investigation of crimes 

Court services 

Report preparation, report writing 

Other administrative work 

Public Relations 

Other 

Not accounted for 
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Percentage of Time Spent on Activities 
Other Dept. 

Metro Suburban Outstate 

% 
10.4 

5.7 

11.4 

.. 4 

20 .. 1 

39. 8 

6.5 

5.3 

• 0 

% 
60.2 

3.2 

.3 

.3 

6 .. 2 

16.l 

1. 5 

11.7 

.. 0 

% 
14 .. 6 

19 "6 

2 .. 2 

3.6 

9 .. 9 

22 .. 7 

6 .. 6 

13.4 

6 .. 9 



It is clear from the above table that those officers who re-

sponded from metropolitan area have primarily administrative duties 

while those from suburban spend most of their time on patrol. The 

high "Unaccounted for time" outstate was caused by returns from some 

conservation officers who have duties other than Law Enforcement .. 

Percentage of Time Spent on Activitie~ 

Patrolling, domestic quarrels, etc. 

Traffic Law enforcement & accidents 

Investigation of crime 

Court services 

Report preparation, report writing 

Other administrative work 

Public Relations 

Other 

Not accounted for 

Supervisors Non-Supervisors 

% 
14.3 

7 .. 3 

13 .. 3 

5.4 

12 .. 6 

34 .. 3 

4 .. 4 

6.4 

1.. 5 

% 
34.7 

20" 4 

11..9 

4 .. 9 

11 .. 3 

5 .. 7 

2 .. 2 

5 .. 7 

2" 7 

As would be expected the supervisors spend much more time on 

administrative work than do the non-supervisors. 
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Anal~sis of Part IV 

-i Law Enforcement Skills Inventory 

Percentage who Replied rtyes, I Need Greater Skill & Knowledge 
in the Following Areas n 

M= Metropolitan S = Suburban 0 = Outstate 
Question Sheriff Police Other 

s 0 M s 0 M s 0 
% % % % % % % % 

1. Search & Seizure 88 78 79 82 87 70 75 65 

2. Report Writing 47 53 38 47 46 20 75 38 

3. Tech. of Arrest 76 67 59 69 76 60 75 56 

4. Accid. Invest. 47 49 30 44 40 40 50 51 

5. Civil Process 59 47 54 58 60 50 75 53 

6. Firearms 35 42 26 43 37 30 25 29 

7. Records 59 58 36 55 46 50 50 30 

8. Rights of Accused 71 60 56 59 61 70 75 58 

9. Communications 41 24 41 45 27 50 25 36 

10. Laws of Arrest 76 75 72 74 85 80 75 69 

I 

11. Crim. Invest. 94 95 80 86 82 80 75 58 

12. Crime Scene Search 82 91 68 82 79 70 75 60 

13. Interrog. Tech. 94 82 67 83 87 60 50 80 

14. Court Procedure 76 47 39 51 49 50 75 55 

15. Traffic Law 59 38 32 44 41 20 25 35 

16. Crim. Procedure 94 73 64 82 80 50 100 58 

17. Traffic Law Enf. 47 33 28 38 44 30 25 36 

18. Confessions 76 67 64 76 69 80 75 64 

19. Public Relations 53 60 63 60 56 50 50 53 

20. Criminal Law 88 80 82 87 81 70 75 62 

I 21. Evidence Collect. 82 75 61 78 70 70 75 69 

22. Psych. & Behavior 88 58 68 82 69 60 75 78 

I 23. Testifying 70 49 44 45 56 10 75 45 
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Question Police Other 

24. Riot C 88 64 68 78 58 50 75 64 

25. Interviewing 82 62 69 75 65 80 75 67 

26e Patrol 47 33 24 33 29 20 50 35 

27 .. Juveniles 53 62 49 71 54 30 75 55 

28. Pursuit Driving 41 25 23 37 40 30 25 35 

29" F int 64 58 51 66 57 50 50 38 

30. Photography 76 67 58 72 60 60 50 58 

3L Rules of Evidence 88 71 81 83 84 70 75 69 

32 Narcotics 94 82 83 89 79 60 50 56 

33 .. Radar 53 42 34 39 30 25 20 

34. Radio Dispatching 18 22 27 24 10 25 18 

35 Human Relations 47 47 58 69 59 60 75 67 

36. Health 59 53 50 70 60 50 50 44 

37. Breathana er 59 65 37 66 64 30 100 44 

38 First A 65 58 44 49 49 40 75 38 
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Items with relatively high percentage rryesrr 

1. Search & Seizure 

11. Criminal Investigation 

13. Interrogation Techniques 

16. Criminal Procedure 

20. Criminal Law 
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Items with relatively low percentage "yes" 

6. Firearms 

9. Communications 

15. Traffic Law 

17. Traffic Law Enforcement 

26. Police Patrol 

28. Pursuit Driving 

33. Radar 

34. Radio Dispatching 

When we compare supervisors and non-supervisors we find considerable 

differences. The table below contains only those items where the 

difference was 8 or more in percentage who replied "yes" .. 

ti on sor Non- sor Difference 

3 .. Techniques of Arrest 57 71 -14 

5 .. Civil Process 46 60 -14 

9" Communications 43 34 + 9 

10 .. Laws of Arrest 69 78 - 9 

15 Traffic Law 24 45 -19 

17 Traf c Law 26 41 17 

23 .. Testifying 40 51 -11 

24 Riot Control 77 65 +12 

27 .. Juveniles 52 60 - 8 

30 .. Photography 58 66 - 8 

33" Radar 30 39 ~ 9 

36 .. Mental Health 50 60 -10 

37 .. Breathanalyser 50 59 - 9 

38 .. First Aid 35 54 -19 

6-40 



Analysis of Part VI 

A surprising number of respondents took the opportunity to 

answer this part of the questionnaire and the following is a break-

down of those cormnents most often used. 

1. What do you think needs to be accomplished in your organization 
to improve law enforcement practices? 

Responses: 

"Training or more schooling" 41. 50% = 188 

"More men 11 8. 39 % = 38 

"Better internal cormnunications" 5.30% = 24 

"In service training" 2.43% = 11 

2. What do you think you need to improve your own performance? 

Responses: 

"Training or more schooling" 

"Knowledge of Supreme Court rulings 
and laws" 

60.26% = 273 

3.09% = 14 

3. What do you think your supervisor needs to improve the 
organization effectiveness? 

Responses: 

"Training or more schooling 11 17 .. 44% = 79 

"More action" 3.55% = 16 
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4" Of the problems identified in 1, 2, and 3, how many CO'-lld be 
solved or minimized by training? 

Res:12onses: 

Mentioned in 1 61.37% = 278 said improvement could be made 

Mentioned in 2 64 .. 23% = 291 said improvement could be made 

Mentioned in 3 48.79% = 221 said improvement could be made 

5 .. What do you think of this survey? 

Responses: 

Very favorable 44 .. 16 % = 200 

Favorable 33 .. 77% = 153 

Unfavorable 5 .. 96% = 27 

No response 17 .. 11% = 77 

6 .. Do you understand the purpose of this survey? 

Yes 83 .. 44% = 378 

No 5 .. 52% = 25 

No response 11.. 04% = 50 
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SUPERVISORS ONLY 

Breakdown of Respondents by Departments and Geographically 

Metro Suburban Outstate Total 

Sheriff 5 31 36 

Police 17 20 29 66 

Other 4 2 16 22 

Total 21 27 76 124 

Analysis of Part VII 

tion 1 

Tenure as a Supervisor in Law Enforcement Agency (Average Number of Years 

By Department Geographically 

N=36 Sheriffs 8 .. 8 N=21 Metro 8.1 

N=66 Police 6.8 N=27 Suburban 6 .. 5 

N=76 Outstate 8.6 

Overall N=l24 Average number of years 8.1 

tion 2 

Others Supervised (Average Number People) 

By Departmenb 

Sheriff 1s 

Police 

Other 

Geographically; 

Metro 

Suburban 

Outstate 

Overall 

3 " 2 

3 "0 

5 .. 6 

6 2 

4 .. 0 

2" 6 

3 .. 5 
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9 7 

11 3 

32 .. 6 

23 4 

17 .. 4 

11 .. 2 

14.6 

2 .. 0 

2 .. 4 

11 .. 0 

11..5 

2 .. o 

2 "3 
3 .. 8 

14 .. 9 

16 .. 7 

49 .. 2 

41..1 

23 .. 4 

16 .. 1 
21.. 9 



tion 3 

as Years) 

ff 's 5 0 Metro 6 .. 1 

4 .. 1 an 5 .. 0 

Other 4 Outstate 4 .. 8 

tion 4 

Have you had 

By 
No Answer No 

ff's 5 13 18 %) 

ce 9 44 (24%) 

Other 1 20 1 

Metro 2 15 4 %) 

Suburban 3 3 (11%) 

tate 1 28 (37%) 

1 77 35 ( 2 8%) 

1 

5 10 

A@ 
7 1 

Command 8 

1 7 

Command 11 1 

Others 9 
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Analysis of Part VIII 

Comparison of 11Problems rr . and rrT ime TT US Composite Ranks 

By artment: 
Other Sher olice Other 

L Plann and scheduling work 5 8 8 3 2 2 

2. Determing performance required 6 3 4 7 8 8 

3. G the work done 1 5 2 1 1 1 

4. Im pr work system and 
method 2 1 1 2 6 5 

5. Develop and train 
individua 3 2 3 4 3 6 

6. Maintainign a cooperative 
work force 9 7 7 6 4 

7" Develop own managerial 
competence 7 6 10 10 10 

8. Participat in p ' community and political 
relations 10 9 10 9 7 9 

9. Written and verbal commun-
ications 8 10 9 5 5 3 

10. Developing and applying 
controls 4 6 5 8 9 7 
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Geographically 

M s 0 M s 0 

L Planning and scheduling work 7 7 8 3 2 2 

2 .. Determinign performance required 4 3 6 10 9 7 

3 .. Getting work done 3 2 3 1 1 1 

4 .. Improving work system and method 1 1 1 5 6 3 

5" Developing and training 
individuals 2 4 2 2 4 

6 .. Maintaining a cooperative work 
force 8 6 7 6 5 5 

7" Developing own managerial 
competence 6 8 4 9 10 10 

8. Participat in public, 
community and political 
relations 10 10 9 8 8 9 

9 Written and verbal commun-
ications 9 9 10 4 3 

10" Develop and applying 
controls 5 5 5 7 7 

M Metropolitan 

S Suburban 

0 Outstate 
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Analysis of Part IX 

Managerial and Supervisory Knowledge and Skills Inventory 

Percentage who say that they need greater skill and knowledge 
only percentage 50 or over recorded here 

Management of Work 

By Department: 

Sheriff 1s Police 

3. Transferring and reassigning indi-
viduals to meet job demands 38.8 37.8 

5. Coordinating activities within and 
between work units 55.5 50.0 

6. Seeing that people know and do what 
is expected of them on their job 52.7 57.5 

7. Planning to meet emergencies 63.8 72.7 

8. Resolving work problems without delay33.3 43.9 

9. Analysing work units for more 
effective operations 75.0 68.l 

10. Making improvement where and when 
required 58.3 50.0 

11$ Utilizing cost control methods and 
procedures 38.8 60.6 

12. Understanding laws and administering 
departmental regulations 38.8 54.5 

14. Measuring work unit output 47~2 46.9 

160 Formulating realistic work objectives 
and plans for the work group 47.2 59.0 

Other 

50.0 

50.0 

72. 7 

63.6 

50.0 

90.9 

59.0 

68.l 

50.0 

63.6 

54.5 

Note the large differences between 11 other 11 supervisors and in 

particular Sheriff's on items 3, 6, 9, 11, & 14. If we recall Part VII 

we find the 11 othern supervisors supervise on the average 492 p~ople com-

pared with 14.9 for Sheriff's and 16.7 for police. 
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Geographical 

Metro Suburban Outstate 

5. Coordinating ties thin and 
between work units 57.1 44 .. 4 52 .. 6 

6 Seeing that people know and do what 
is of them on their job .. 76.1 74.0 48e6 

7,, Pl to meet emergencies 66 .. 6 70" 3 68 .. 4 

9 © work units more 
operations 76 1 81..4 71..0 

Making where or when 
required 61..9 59 .. 2 50 0 

lL cost control methods 
42" 8 70 .. 3 53.9 

12 laws and tering 
regulations 61.. 9 51.. 8 44 .. 7 

l 0 Me work unit 66 .. 6 70 .. 3 38 .. 1 

16 realis c work objectives 
the work group 47 .. 6 66 "6 52 .. 6 

p ties 
s 42 .. 8 55 .. 5 28 .. 9 
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Again only percentage greater or equal to 50 recorded 

By Department: 

1. Getting individuals to paEticipate 
in setting their own work goals 55 .. 5 

2. Encouraging and accepting new ideas 
from members of the work group 41 .. 6 

3. Developing cooperative relationships 
between "supervisors", associates, & 
subordinates in the work group unit 44.4 

4. Planning of and participating in 
meetings to ld cooperation and im-
prove coordination 61.1 

6. Build a group spirit and sense of 
belonging 41.6 

70 Encouraging creative thinking and 
origination of new ideas 47.2 

8. Encouraging individual subordinates 
to make decis 50.0 

9Q Reviewing each individuats progress & 
problems in getting the job done 
effectively 47.2 

10. Discussing training needs with 
individual emp 36 .. 1 

13. Helping individuals to adjust to new 
responsibilities 52.7 

14. Showing each individual how effective 
performance of his job is required for 
efficient operation 47.2 

15. Developing and maintaining effective 
discipline 44.4 

16. Developing reserves and replacements 58.3 

Police 

72 .. 7 

46 .. 9 

59.0 

60.6 

50.0 

63.6 

53.0 

68 .. 1 

50 .. o 

60 .. 6 

57 .. 5 

50 .. 0 

65 .. 1 

Others 

77.2 

50.0 

63.6 

63.6 

59.0 

63.6 

50 .. 0 

59.0 

63.6 

59.0 

77.2 

81 .. 8 

31.8 

Again the large ferences between "Others" and 11 Sheriff 's 11 in 

particular can perhaps be accounted for by the fact that the super-

visors in the 11 0thers 11 group supervise approximately 200% more people 

than the Sheriff 1so 
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Question 16 shows a trend very much the opposite way.. Most of 

the nothersn are Highway Patrol and Conservation Department.. It seems 

that they are in a much better position for reserves and replacements .. 

Geog-raphically: 

1. Getting individuals to participate 
in setting their own work goals 

3 Developing cooperative relationships 
between "supervisors", associates, & 
subordinates in the work group unit 

4© Planning of and in 
mee to ld on and im-
prove coordination 

6e Building a group s rit sense of 
be 

Encouraging creative thinking and 
origination of new 

9 

16@ Deve s 

subordinates 

progress 
job 

t new 

f 

acements 
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Metro Suburban Outstate 

52 .. 3 7 4 .. 0 71.. 0 

66 .. 6 70 .. 3 4 7 .. 3 

71.. 4 55 .. 5 60 .. 5 

52 .. 3 55 .. 5 46 .. 0 

71.. 4 59 "2 55 .. 2 

38 .. 0 51.. 8 55 "2 

76 .. 1 62 .. 9 55 2 

57" l 48 .. l 46 0 

5 3 6 9 57 .. 8 

6 "6 59 2 55" 2 

57"1 66 "6 48 .. 6 

52 3 77 .. 7 51 3 



t of Ideas 

All questions are reported here. 

By Department: 

1. Keeping informed on the latest 
developments in the organization 

2. Improving my own verbal communi­
cation skills 

3 Developing a program to improve re­
lations between community agencies 
and my own unit 

4. Making effective presentations to 

38 .. 8 

77.7 

63 .. 8 

legislative and judical groups 72.2 

5. Knowing and working with key influen­
tial groups in the community which can 
influence and affect my unit 75.0 

6. Making use of electronic data proces­
sing 

7. Managing information systems 

8. Keeping abreast of the most recent 
developments in the Law Enforcement 
field 

9. Ensuring that my work unit is kept 
informed on progress and plans 

10. Improving my own written communica­
tion skills 

11. Understanding agency policies and 
procedures 
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52.7 

55 .. 5 

63 .. 8 

47 .. 2 

75.0 

50.0 

Police Other 

65 .. 1 50 .. 0 

77.2 72.7 

72.7 40.9 

74.2 72.7 

72.7 68.l 

78.7 72.7 

63.6 81.8 

89.3 86 .. 3 

56.0 54.5 

71 .. 2 72.7 

53 .. o 36.3 



Geographically: 

Metro 

1. Keeping informed on the latest 
developments in the organization 57.1 

2. Improving my own verbal corrununi-
cation skills 80.9 

3. Developing a program to improve re­
lations between corrununity agencies 
and my own unit 66.6 

4. Making effective presentations to 
legislative and judical groups 71.4 

5. Knowing and working with key influen­
tial groups in the corrununity which can 
influence and affect my unit 66.6 

6. Making use of electronic data 
processing 

7. Managing information systems 

8. Keeping abreast of the most recent 
developments in the Law Enforcement 
field 

9. Ensuring that my work unit is kept 
informed on progress and plans 

10. Improving my own written communica­
tion skills 

11. Understanding agency policies and 
procedures 
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90.4 

80.9 

85.7 

76.l 

80.9 

57.1 

Suburban Outstate 

55.5 53.9 

77.7 75.0 

70.3 61.8 

77.7 72.3 

66.6 76 "3 

77.7 61.8 

70.3 57.8 

85.1 78.9 

48.l 48.6 

74.0 69 .. 7 

40.7 50 .. 0 



All questions are recorded here. 

artment: 

1 .. Developing a positive attitude 
toward the job 

2e Improving my own managerial ability 

3 .. Developing my own technical know­
ledge and skills 

4s Accepting responsibility for my own 
decisions 

5. Learning how to conduct ef 
meetings 

6e Preparing reports 

19 .. 4 

77" 7 

69 .. 4 

22 "2 

61..l 

50 .. 0 

7 Unders the slative process 55.5 

8 .. 

9" 

10 

Federal and State 

ation procedures 
groups 

own job functions, 
1 and authority 
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63 .. 8 

38 .. 8 

30 .. 3 22 .. 7 

9 2 .. 4 95 .. 4 

89 .. 3 68 .. l 

25 .. 7 13.6 

78 .. 7 45 .. 4 

45 .. 4 45" 4 

68 .. l 54 .. 5 

66 .. 6 45 .. 4 

45.4 40 .. 9 

50 .. o 18 .. 1 



Geographically: 

l Developing a posi attitude 
toward the job 38 .. 0 22.2 23 .. 6 

2,, my own managerial lity 90 "4 88 .. 8 88 .. 1 

3 Developing my own technical know-
ledge and lls 90 .. 4 81.4 76 3 

4 0 Accepting res pons li for my own 
de ions 19 .. 0 22" 2 23" 6 

5 Learning how to conduct ef fe 
meetings 71..4 66 6 67 .. 1 

6 p 52 .. 3 51 .. 8 43" 4 

7., Unders the leg is process 57.1 70 .. 3 60 "5 

8 Federal and State 
s 47 .. 6 59 .. 2 67 .. 1 

9" Un de rs ation 
38. 0 51 .. 8 4 7 " 3 

10 functions, 
ty 47 .. 6 37 .. 0 40 7 
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Part IX 
Summary by Using Mean Yes Percentage for each Part 

By Department: 

Sheriff's 

Police 

Other 

Geographically: 

Metro 

Suburban 

Outstate 

Work 

46.2 

48e7 

50 5 

51.. 5 

55" 5 

44" 8 

45.2 

53.3 

55 "0 

Ideas 

61.. l 

70 .. 3 

64 "4 

74 "0 

6 7 .. 6 

64 .2 

Self-Deve 

51..l 

59 .. 2 

45 .. 0 

55 .. 2 

55 .. 1 

53 .. 8 

Note that "Sheriff's" have answered 11 yes 11 much fewer times 

than any other single group and because 11 Sheriff's" make up 31 of 

7 outstate s lack of 11 answer is reflected 
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1 2 

Good Practice 

It 

and is 

1 4 

L.4 

1 

.,0 
l 

6 56 

4 

2 "6 
L2 

l 6 
3 l 
1 4 

Suburban 

Unimportant 
Dislike 
Dif 
Bad ce 

1 5 

L,2 

1 .. 8 
.,5 

1 .. 

Outstate 

1 .. 9 
2 Q 

L7 
1 



It is tant 
I like to do it 
It is easy 
and is Good 

It is 
I 1 
It 
and 

It 
I 

It 
I 
It 
and is 

ce 

ce 

1 
2 
3 8 

7 

2 0 
2., 1 

4 
3 
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3 
2 

2 " 4 
3 "7 
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is of P t XI 

l@ What do you needs to be accomplished in your ove 
organization to improve management practices of your 

zational unit? 

11 '11 raining and more schooling" 29.84% 37 

11 More men 11 6 45% 8 

"Better internal cornmuni " 5 65% 7 

2 What do you you need to accomplish to improve your own 
management prac ces? 

Res 

II and more s II 42 74% = 53 

"More s II 8 87% 11 

11 More rnen 11 4 03% = 5 

Ii human Ii 4 03% = 5 

to improve the 

s 10% 15 

men 11 5 5% 7 

ii obj ii 4.03% 5 

and 3, how many could be 

1 l % 76 s be 

3 79 s be made 

50 00% 2 s be made 
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SECTION SEVEN 

ANALYSIS OF INTERVIEWS WITH LAW ENFORCEMENT 

EXECUTIVES AND OTHERS 

I. INTRODUCTION 

The following section the Feasibility Study was written 

by Donald J. Leyden, a member of the project staff. Mr. Leyden 

has been the Public Relations Director at the College of 

St. Thomas for the past 15 years and the Alumni rector for 

the past six years. From April of 1951 until May 1953 he 

was employed as a special agent with the Federal Bureau of 

Investigation. In the past ten years has taught over 

25 courses conducted by the Management Center for the St. Paul 

and Minneapolis Police Departments, the State of Minnesota 

Bureau of Criminal Apprehension, as well as schools sponsored 

by the State Department of Conservation. He was the founder 

and first chairman of the department of journalism established 

at College St Thomas in 1957 

Mr was to 

Study by serving on the ject s 

a cross s ction fS I 

ested 

in the Feasibility 

f and by interviewing 

, and 

a law enforce-

rnent Ac the state ota 

travel 

on 

the months May, June and of 1968 Mr. 

1400 ome 34 police 

ass ._ ..... , ........... , sizes 

of forces wexe selec 

A varie 

the f for the 

The ts of manpower to t ews 
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prevented more agencies from being represented. Many men 

whose opinions and advice would have been valuable, could not 

be interviewed. All but three were interviewed by personal 

visits (three were completed by phone) ; most were conducted 

in the office of the law enforcement official Several were 

seen more than once. One session consisted of a round table -

type discussion with eight sheriffs at one of their regional 

meetings. 

It was the opinion of the project staff that the effect 

of conducting the interviews in the offices of the people whose 

opinions were sought would be worth the extra time, travel, 

and the expense involved. Indeed, it was the staff's subsequent 

conclusion that this had been a wise course to follow. The 

reception afforded Mr. Leyden, was most cordial and the cooperation 

of the interviewees in terms of preparation, time, and convenience 

was beyond what could reasonably be expected. Chiefs or sheriffs, 

in their own offices, could often produce on-the-spot examples 

and records illustrating their viewpoints and opinions about 

law enforcement work in general and their departmental training 

needs in particular. 

was about two hours 

The duration of the average interview 
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Police Executives interviewed were: 

1. Chief Lester McAuliffe St. Paul 5-10-68 

2. Sheriff Kermit Hedman Ramsey County 5-10-68 

3. Chief Thomas O'Hehir Brooklyn Center 5-16-68 

4. Chief Richard Schaller Maplewood 5-16-68 

5. Sheriff Donald Ornodt Hennepin County 5-16-68 

6. Chief Calvin Hawkinson Minneapolis 5-16-68 

7. Chief Wayne Bennett Edina 5-22-68 

8. Chief Robert Oszman Cottage Grove 5-23-68 

9. Chief Clarence Coster Bloomington 5-23-68 

10. Chief Robert Ketcham South St. Paul 5-28-68 

11. Chief James J. Macken Jr. Rochester 6-25-68 
and Assistant Chief Harry Stai and Captain Axel Mober, Tr. Of. 

12. Charles Carver Executive Director 6-25-68 
Sheriffs' Association 

13. Sheriff William M. Musegades Martin County 6-26-68 
Fairmont 

14. Chief Frank Korth Mankato 6-26-68 

15. Chief Quinto Aluni 

16. Chief Milo Tasky 

17. Sheriff Greg Sertich 

18. Chief Elton C. Cummings 

19. Chief James W. McDowell 

20. Paul R. Martz 

21. Paul Keve 

22. Chief Clyde A. Sorensen 

23. Chief James R. Dickinson 

Virgina 7-2-68 

Duluth 7-2-68 

St. Louis County 7-2-68 
Duluth 
Thief River Falls 7-9-68 
(by phone) 
Bemidji 7-9-68 
(by phone) 
Chief, Division of Enforcement 
and Field Service, Dept. of 
Conservation 7-9-68 
Corrections Commissioner 
State of Minnesota 7-11-68 
St. Louis Park 7-11-68 

Moorhead 7-17-68 

24. Chief Richard Zaayer Fergus Falls 7-17-68 
Thomas S. Donoho, attorney and member of peace Officers 
Training Board 

25. Chief Allen D. Lavalley Elbow Lake 7-17-68 
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26. Chief Clayton H Olson 
withCap Al Toenes 

ff JO:h .. n Grell 

27. John Harbinson, Chief Minnesota 
James Craw£ord 

28. H. P. Higgins, Superintendent Bureau of 
~y vis and by ) Criminal 

7-17 68 

Patrol 
7 18 68 
7 18 68 

SHERIFFS INTERVIEWED AT REGIONAL .MEETING MAY 20, 1968 

ff Paul Zilli t Goodhue County Red Wing 

Sheriff W B Schroeder Scott County 

Sheriff Ed Wabasha County Wabasha 

Chief Deputy James Mc Clellan Dakota Has 

ff Simenson p Coun Wisconsin 

Cheriff Charles Carver Execo Diro Sheriffs Assoc Aus n 

ff Donald Ornodt Hennepin County .Minneapolis 

ff Ke t Hedman Ramsey County St Paul 
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II SUMMARY OF THE INTERVIEWS 

In the process of some 34 ce chie 

sheriffs, and others engaged in law enforcement work the 

State of Minnesota, a wide varie of opinions regarding the 

establishment of an were expressed However, there 

are some general servations which can be made as a result 

of consensus in the interviews~ The vast ori stated 

1. That the need is inunediate and that the time and the 

climate is now to the establishment of a 

training the State of ota., Many 

it is long overdue 

2. That the should concern itself 

education 

th 

not 

3.. That the should be des to serve the training 

4" 

needs of police and sheriffs (and Conser-

Of 

only 

broad 

That while 

poss ties 

need for better 

might de 

to meet ever­

) , 

to other engaged the 

of law enforcement or li safe 

pleased th 

to them, most expres ed the immediate 

anded and 

such as an 

cul um 

and for 

more frequently conducted s to 

A 

t the 

around mental si and s s 

was ioned 



5. That there was need in outstate departments for more 

frequent "on-the-road Ii schools or regional schools 

on all levels. 

6. That for the smaller units and even the larger forces 

which were represented the biggest obstacle to getting 

men off for much~needed training is a lack of manpower 

to fill the gap while the men are gone to school. 

7. That the smaller the department the more crucial was 

the problem of budgeting for an increase or extension 

of training, especially as it affected an enlarged 

force, substitutes, or overtime wages for replacements. 

8. That the greatest need for training is in the recruit 

level for basic courses. Intermediate, top-conunand 

courses, and specialized courses were next in importance, 

but without unanimous agreement as to priority. 

9. That with one exception, all would be eager to use 

the Academy if financially able. The one exception 

was satisfied with his present method of training. 

Each interview was preceded by a letter or call of intro­

duction & The news release on the Feasibility Study issued by 

the Attorney General•s office, a quotation from the Governor'E 

Report on Law Enforcement in the State of Minnesota calling 

priority attention to the Academy Feasibility Study, and a 

list of items to be covered in the interview were enclosed. 

While each interview followed its own course, in many 

cases dictated by the nature and size of the department repre­

sented and the preliminary description of its work, ultimately 

some 13 areas of questioning were pursued: 
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AREAS OF QUESTIONING IN THE INTERVIEWS 

1. Objectives and purpose of an Academy 

. 2. Its operational policies 

3. Its physical location in the state 

4. Facilities which should be included 

5. Its scope and direction, inclusion or exclusion of 

other organizations in the general area of law enforcement 

6. Curriculum on all levels 

7. Its director, administrative policies, faculty 

8. Financial aspects of attending training sessions 
I 

9. Library and film resources 

10. Other supporting equipment and facilities 

11. Consultation services and ancillary operations 

12. The Academy meeting his specific needs 

13. Limitations, restrictions, training boundaries of an 

.Academy 

1. Objective of an Academy 

The vast majority of the interviewees saw the Academy 

as a year around center for training with a whole spectrum of 

courses. A few saw it as more education oriented, that is, 

leading to some kind of degree. One saw the Academy as a 

coordinator for local colleges to of fer a complete college 

course in police science through extension courses. All, 

however, saw the Academy as making law enforcement work more 

professional. Specific comments ranged from keeping the courses 

primarily basic to making them far more sophisticated than 

are now taught at Arden Hills. One said the Academy should 

provide education in its broad sense, but not necessarily 
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degree granting. Some saw training courses which might at 

some future date be in th degree granting ins tutions 

The departments outside the Twin City metropolitan area 

emphasized the need for regional schools or on-the-road schools 

as are now fered by the BCA. Short courses and spe alized 

schools should regularly go into areas where it would be 

more economical (to send the instructors for certain k 

of courses than to send large numbers of men to an Academy) . 

Policies 

The overwhelming majority of interviewees would locate 

the Academy on the state table of organization somewhere under 

the juris ction of the Attorney General. Most said it should 

under the Bureau of Criminal Apprehension Those outstate 

were unanimous in this point of view. Most said an Academy 

should be governed by a policy making board of some sort. While 

a offered suggestions for a specially created board, the 

ority of those with opinions about the composition the 

board felt that the current Peace Officers Training Board was 

the logical uni to set the policy Some of outstate depart-

ments, however, felt that there should be better outstate 

repres 

One interviewee suggested a separate board, similar to 

a ity of Minnesota Board of Regents which to the 

legislature, or a board of commissioners approved by the legis-

lature Another said it should in no way be attached to any 
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present state educational institution. Several of the inter­

viewees saw the Academy as 11 completely removed from politics 11 

if it is to succeed. 

Most saw the need to pinpoint the Academy in the state 

table of organization so that its structure would be affected 

as little as possible by changes in political winds. 

3. Its ical Location 

As expected, when questioned about suggestions for the 

physical location of theAcademy, most interviewees suggested 

a location convenient to their needs. While the majority would 

concede that the Twin Cities metropolitan area would probably 

be the logical spot, there were notable exceptions. In the 

course of the interviews, the following other state locations 

were suggested: Rosemount (suggested by three); St. Cloud 

(suggested by two); Little Falls and Camp Ripley (suggested 

by four}; Shakopee, Duluth, and Stillwater(each suggested by 

one). 

For the majority who believed that the Twin Cities metro­

politan area should be the site, two main reasons were offered 

half the population and most of the law enforcement personnel 

are located in the seven county area around ~inneapolis and 

St. Paul; the necessity to include part-time instructors in 

the curriculum, many of whom would be in the metropolitan area, 

and the difficulty in obtaining them if the Academy is in a 

remote area. 

Proponents of the metropolitan area agreed that the site 

should be easily accessible by freeway. Several suggested 

having it where an airport could be utilized. 

7-9 



The disadvantages to the Twin Cities metropolitan area 

were also brought out: congestion, higher cost of land and 

services,and the difficulty of transportation in heavily 

populated areas. 

Among the advantages cited were the convenience to large 

number of law enforcement users of the Academy from the metro­

politan area, availabi ty of part-time instructors, the 

accessibility of other facilities for tours or practical ld 

trips, an0 the availability of recreation during off-duty 

hours for boarders, especially if basic courses extend twelve 

weeks or beyond. 

While the specific location within the metropolitan area 

varied around the entire perimeter, one advocated use of Fort 

Snelling property, particularly the bottom land, which would 

be centrally located and yet have tL1e elbow room necessary for 

complete faci ties. 

4. What Physical Facilities Should be Included 

There was almost unanimous agreement that if an Academy 

is built should include a variety of classrooms which are 

flexible in nature and suitable lecture rooms for larger groups 

and for conducting demonstrations. Audio sual equipment 

should be a standard part of each facility. For maximum 

effectiveness most interJiewees cited the need for the proper 

setting for classes. With rare exception, present faci ties 

are far from al. 
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should have a gymnasium ic 1 An 

and self classes A pool should be primarily 

ff s to teach water s (among priorities 

needs), but also for re of f-s 1 hours 

Indoor and outdoor firearms 

f acil should be included for 

are a must 

al training 

Some 

crime 

scene inves , moot court testimony, and laboratory work 

in lifting and preservat of evidence An athletic f ld 

for types of ical fitness program, defens tactics, 

pursuit training, riot control, etcn were all recommended 

Good dormi facilities luding a tchen serving 

food, were obvious recommendations One recommended 

that the site an airport for small planes and heli 

copters, not only for those who might that fashion 

some , but also for the role that the plane and he copter 

are playing and 1 play in law 

5. Its S and Direction Inclusion or 

vast 

be toward po 

to meet 

of 

needs 

in the ab 

s 

ff with 

Most also would 

group. 

work 

ion of other 

should 

lities so de igned 

lude Conservat 

so that to 

the s s delay ty 

Academy 

should 

When the f 

f aci 

cement 

' j 

lize 

, and 

to f 1 

1 would 

to other 

as 
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Several disagreed with limiting the primary scope to 

police an6 sheriff training on the grounds that the broader 

the original scope the better the training will be and the 

quicker professionalism will result. Rubbing elbows, they 

said, with other parts of the law enforcement spectrum would 

be good. Learning the Whys of law enforcement, in all its 

aspects, could best come from many agencies using the Academy. 

And the sooner this comes, the better, they said. 

6. The Curriculum 

Most discussion took place on this topic and the greatest 

variety of opinions were expressed. Among the corrunents: 

*A basic course should consist of 12 weeks training in 

classes which emphasize the whys of the work, the people-to­

people relationships, and moral aspects of the job of law 

enforcement. Obviously you begin with certain elementary or 

basic sessions , but move quickly into more complicated aspects 

of the work. 

*We need at least four basic courses a year orientated 

to dynamics of criminal behavior, understanding hostilities, 

where law enforcement personnel work with corrections people 

in field trips, and our men (corrections) spend time with 

officers in their work. 

*I recommend a four week basic coursee We can't spare 

time for more The man should return to his work, then for 

in-service training later at the Academy 

*Four weeks is fine for basic. Traffic should be emphasized. 
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*Three months of basic is ideal, but with a manpower 

shortage, it may not be possible. Perhaps not all the time 

should be at one sitting. None of us send enough men off to 

train after completing basic. An Academy could help solve this. 

*Basic courses should be at least six weeks, even more 

if possible. We should have training at all levels. 

*Four weeks of basic is not enough. Six to eight weeks 

would be much better for us outstate. We need many specialized 

courses--report writing and all aspects of writing. There 

should be yearly seminars for chiefs and sheriffs with an 

agenda to include business administration, budgeting and other 

related courses. 

*Four weeks for recruits is too little. Twelve weeks 

would be good, and we should aim for eighteen weeks. We need 

basic courses in decision making for all levels of operation, 

management, supervision for older officers, recorrl keeping 

and the like where needed. 

*The basic course should be at least twelve weeks and 

should allow for specific needs like dealing with juveniles, 

civil process training, rescue, water safety, dispatching 

etc. There should even be something for those who keep prisoners. 

*We are now five weeks (Rochester) and should be twelve 

weeks, but not all at once. Basic, then some experience, then 

more training would be better. In the course should be theory 

of law enforcement, history, why and how of law enforcement, 

oral and written communications, people to people training and 

education. 
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*The basic course should have more communications, report 

writing, testifying, public relations, dealing with juveniles. 

Administration and supervision should be a part of all later 

courses. 

*Basic courses should not regress. Academy should provide 

and create a curriculum mandatory for promotion. Special ts 

should provide courses in narcotics, juveniles, photography, 

etc. A basic course should go ten to twelve weeks. We should 

go further in it with the laws of arrest, coffil~unity relations, 

searches and seizures, police-youth relations, arms. 

*Basic courses should be twelve to sixteen weeks. Much 

more should be devoted to human behavior, human rel ans, 

mental illness, juveniles, report writing. In the intermediate 

command courses, we should include some "Dale Carnegie" type 

sessions, special courses in radar work, traf c control, 

accident investigation, drugs, process serving. In top command 

courses we should devot more time to speech, pub c rel ons, 

budgeting. 

*Basic courses should start at zero. We start and get 

too sophisticated too fasts We should uti ze correspondence 

schools (and include in Academy}, closed circuit TV, telephone 

school and include for recruits some practical lab work, We 

f ic top command schools. can get more detailed and 

*Six weeks is plenty. Too much too soon is not good. 

More short courses once a man has his basic would be better. 

Much of the curriculum will depend on court decisions, civil 

disorders, new equipment, computer knowledge. U1timate 

four weeks for everybody might suffice basic, with eight 

weeks later given in special groups. 
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*Basic should include more firearms, human rights, photo­

graphy, even penmanship, spelling, composition, juvenile handling, 

public relations, and courtesy. 

*B.asic should have all the essentials plus report writing 

a week long if necessary. 

*Basic should have all the essentials plus report writing 

a week long if necessary. 

*Basic courses should include foundations of criminal 

justice and law, the codes, the necessary technical courses, 

profession ethics, human relations, public relations, rescue 

and first aid, speecha 

*Recruits on hig~ school level should get sixteen weeks 

with the nuts and bolts sessions taught in the local depart-

ment. The course should be as academic as possible. Attitudes 

are important, mechanical aspects are not that complicated and 

can be taught in the station. The whys of law enforcement 

are most important, not just what to do. All law enforcement 

personnel should get sessions on basic government, Foundations 

of American criminal law, the federal constitution, supreme 

court, state constitution, local government, charges and arrests, 

civil rights laws, human relations, corrununity relations, special 

problems of alcoholics, sex offenders, family arguments, basic 

English, management and administration, history of police 

agencies, and professional ethics, among other things. 

*Basic should be at least three months, some of which is 

taken before taking the street, with the rest later. 

*Each new man should get three months of basic training 

sometime within his first two years. 
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*Basic in an Academy should be a twelve week course with 

ten weeks general type and two weeks more specialized. An 

Academy should have at least twelve of these offered each 

year. Some should go on the rIDad to regions where it would 

be practical. We should satisfy the demand for training by 

offering enough courses and the right kinds to fit the needs. 

Five or six intermediate type courses should be offered each 

year. The BCA is only able to offer one now. Senior command 

should be offered three or four times a year. In the corning 

year the BCA will be offering five basic courses outstate and 

three at Arden Hills. Each will be four or five weeks in dur­

ation. 

*A catalog should be published listing pertinent infor­

mation regarding the Academy, long range timetable for courses, 

detailed corrse descriptions, and the complete faculty, full 

and part-time with their credentials. 

Many felt that there should be differently paced courses. 

While consistency and uniformity should be a goal, there should 

be some basic courses offered on the fastest track possible for 

those men who have higher educational levels than average. 

The point was that even the basic courses could be varied to 

fit different kinds of personnel enrolled 

Staf fi Administration and Facu 

Those interviewed saw the Academy as a full time, year 

around operation. They saw a top director with a staff con­

sisting of several full-time faculty members and as many part 

time, fully-qualified instructors as the curriculum called for. 

Among the comments made were the following~ 
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*Top man should have police experience and administrative 

experience. 

get. 

This should be a big job, worth the best we can 

*Not an ivory tower man. Police oriented. 

*Somebody with education and experience, preferably a 

degree in police administration, respected by police and 

educators. 

*The most important qualifications of the top man should 

include police and administrative experience. He should not 

be a faculty member but should be a coordinator and a good 

public relations man. 

*He should have a good education with law enforcement 

background in the federal, state and local levels if possible. 

He must first be a good administrator and a 11 damn good PR 

man. 11 

*He should be a degree-qualified person with experience 

as a law enforcement mano This is not a retirement job. 

*Top man need not be a law enforcement man, but he should 

have considerable knowledge of it. 

*This should not be a political appointment. 

*He should be a former chief with a degree in police 

science. He must have excellent credentials in administration. 

*This is no time to hire a retired police chief or a 

retired army general to direct the Academy. 

*This has to be a full-time staff for a full-time need. 

We are not training cops, but educating people. 
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8. Financial As ? 

Under present training arr , communities take 

care of the expenses of getting a man to training by paying 

his travel, and board and room if necessary Men are paid 

their regular salaries while attending school. However, in 

some communities when a man returns on the weekend from school 

he is occasionally put on weekend duty In some other cases, 

when a man commutes, he is occasion put on the night shift. 

While most hoped it could be otherwise, tbe shortage of man­

power dictated these unpleasant schedules 

Without question, the biggest single obstacle to getting 

men to ning for substitutes while the men 

are at school The ler the department, the more crucial 

problem In many cases ef s and sheriffs s the money 

for travel, board and room and even was in the budget 

could be from ls or coun commissioners, 

but a 

was the 

of manpower to perform duties thin the department 

or reason men were unable to attend ning 

sess The of the school, the more diff-

icult was the staff lem 

9 ~ and Film Resources 

Each of the executives i saw the need for a 

well-stocked and competently staffed library for use during 

training sessions More 

need for a reference lib 

, however, many saw the 

an who could quickly respond to 

calls or tele for assistance referring chiefs and 

sheriffs to cles and books on current problems The 

addition of copy equipment would allow the library to send 
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materials quickly to departments which needed them. Complete 

lending facili should be set up. Several cited examples 

of how a fully equipped library might serve their needs: 

Where do you get a lm on shoplifting that I can show 

my community? Answer: Good films are available the library 

which are produced by Red Owl, Daytons etc. Question: Where 

can Iget latest information on glue ffing: Service from 

Library: copies of ar cles, tapes, films which would al 

a department to get the information on how to deal with the 

offenders and to set up information programs at the school. 

A film library could also serve training in local 

departments between formal sessions at the Academy or even 

as part of correspondent-type courses in special area@. 

10. 

In short, the men who were interviewed advocated the in­

clusion of whatever equipment was necessary to get the job 

of training done, and done well. Exposure to lab demonstrations, 

the computer, and latest in communications equipment was con­

sidered desirable. The curriculum should employ every audio­

visual aid and every kind of equipment which can make the courses 

more meaningful. 

ces and Ancil 

The standard response to ques regarding consultation 

services was that departments could use help in such areas 

as budgeting, reports, filing, and use of certain kinds of 

equipment. Most acknowledged lack of expertise in certain 
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areas and would we a s whi provided 

Many felt that among the ces should be help 

sere ng and testing applicants, as well as those in line 

for promotion, and for personnel on. While some 

ments seemed quite s sticated and complete in the above 

areas, many, espe ally 

felt the need for help. 

sized and smaller departments, 

Consultation services and small group sessions on the 

road in ng, record keeping, advanced investigation 

and refreshers a varie of spe al areas were also listed. 

One on was t up in a number of 

and lacement ce. Some saw the 

Academy as serving others besides those men already on the force. 

A few expressed the that the Academy might have a 11 recruiter 11 

who would visit hi schools and col in order to recommend 

careers in law enforcement however long might be the de in 

ind us 

and at 

b 

an 

because of age rements 

She , acknow 

, seem achieve in 

time when seeds are bes 

resul that bus 

thei case early 

anted and when careers 

i Too many now enter law enforcement 

I the to h a culum 

SS 

for al law enforcement personnel (who have been screened 

as to potential) and placement service upon successful 

completion it migh answer the manpower problems of many 

The example of teacher training and placement 

in the field of education was cited as to how the system 

mi t work. 
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12. What Kind of Academy Could Best Serve Your Needs? 

Responses to this question were as varied as the men 

interviewed, the location and size of the department, the 

geographic area, and in many cases, the kinds of other insti-

tutions in the area. Training needs in special fields would ,, 

depend on any or all of the above factors. For example: 

*Little Falls--12,000 cars pass through the center of 

town every two hours on the summer weekends. 'There is a traffic 

problem, obviously. Camp Ripley which is nearby has thou-

sands of soldiers in training who use Little Falls for recre-

ation. 

*Elbow Lake--A two-man department does not allow for 

one man to be off for long. There are hundreds of Elbow 

Lakes in the state. 

*Fergus Falls--The presence of a state institution nearby 

accounts for some 15 to 20 per cent of the work, as police 

must deal with mental patients in the city. 

*Mankato--A city with a 12,000-student state college, 

which will increase to 20,000 in the corning years, puts an 

expanding factor on the police department. 

*St. Louis County--The largest county east of the Miss-

issippi River, with three courthouses and 2000 lakes, poses 

communications problems for the sheriff's office. 

*Duluth--With a city 30 miles long and two miles wide, 

you have special kinds of traffic and patrol problems. With 

its role as a seaport and with the University of Minnesota 

at Duluth, it has unique problems to deal with not present 

in many communities. 
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*Conservation Department--With 135 officers spread all 

over the state there are problems of uniformity, consistency, 

and communications not necessarily present in law enforce­

ment organizations which are more compact. 

*Corrections--Some 500 to 600 of the 1500 employees ot the 

corrections department need in-service training and close 

coordination with other agencies in law enforcement. Many 

of their training needs arise because of the differing educa­

tional requirements within the department and because of the 

scope of their work throughout the state and its problems of 

uniformity, consistency and communications. 

*Minneapolis and St. Paul--All the problems of a large 

metropolitan areas, plus minority relations. 

The above were not meant to be all-inclusive. They are 

by no means unique. Many communities face similar conditions 

and circumstances. But these do emphasize the vast differences 

that exist in the scope of law enforcement in the state. 

While basic courses might be developed to take care of similar 

needs which they all have, the specific and particular needs 

vary because of the endless differences which make each area 

distinctive. 

13. Limitations, Restrictions, Training Boundaries of an Academy 

Each man was asked if he saw any drawbacks to the establish­

ment of an Academy, any limitations, restrictions or off-limits 

areas etc. The replies varied: Policy control should be left 
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in the hands of local units and their represnentatives. This 

is a role that the state has solicited, but control by federal 

or state government is unthinkable and should be prevented. 

*Avoid metropolitan domination. We do not want a state 

police. 

*This Academy must avoid political influence. 

*Avoid a power structure which is insulated by a protec­

tive board. 

*Keep politics out. 

*Training should be its primary goal. If its gets too 

broad, training could get lost in the shuffle. 

*Keep local aspects of law enforcement in mind. 

*Keep it from being an in-bred organization. 

*History indicates that when this type of institution 

is established with too broad a scope that the police gradually 

get moved aside. 

*The Academy should have an accreditation unit or an 

inspection unit. There is something wrong with a department 

which avoids the idea of inspection. 

*Centralization is good. I don't buy the fears that some 

have that it leads to the weakening of local control. 

*Let's not have an inspection system develop. 

*We are not ready for some inspection system sponsored 

by the Academy. 



It is evident that there is a strong desire on the part 

of police chiefs, sheriffs, and other interviewed as a part 

of this study to upgrade, extend, and improve the training 

of their men. The genuine concern for first rate training 

and its effect on the upgrading and improvement of their work 

was easily seen. This cross section of men with great exper­

ience in the f irld of law enforcement gave ample evidence that 

the training needs of all departments, while different in 

specifics, called for a major effort by some kind of Academy 

which could serve large and small departments to meet their 

common problems and their specific needs. Regardless of size 

or scope of responsibilities, almost to a man those interviewed 

recommended steps which could lead to professionalism in the 

field where it was not present now, and for the further pro­

fessionalization where more sophisticated forces already operate. 

The one factor common to all was improvement. Each inter-

viewee stressed the lessons learned by leaders in the business 

and industrial fields which constantly train their personnel 

to keep pace with a rapidly changing society. The cost of 

providing better training in law enforcement in the long run 

is small if more efficient law enforcement is made possible. 

It is apparent to all of those interviewed that law enforce­

ment today is far more complicated than ever before. Many 

with long years of service could contrast today's training 

needs with yesterday's. It is hardly possible now for the best 
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officer to keep pace with the demands of his job. Where com­

petent instruction and training is possible for an officer, 

where in-service courses are available, where seminars, lectures, 

and other teaching techniques are focused on his needs as a 

law enforcement officer, and where he can avail himself of 

these training possibilities, he can improve and keep pace 

with the changing times. This was the general response of those 

interviewed. What was once good enough for some departments, 

as many said, is no longer satisfactory. Perhaps one of the 

most significant findings in the interviews was the fact that 

those who admitted to having the least amount of formal training 

themselves were most eager for men on their force, and them­

selves, to participate in training as might be offered by 

an Academy. The question is no longer, nrs training necessary?" 

In this age it is 11 \·vhere and how can we get it?" Without 

exception, a training Academy for the State of Minnesota was 

recommended as the only answer to the latter question. 
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PART I 

THE PROCESS OF RECRUIT TRAINING 

The problem of initial training of police officers has 

been reported at length in the reports Crime Commissions 

and other organizations. Specific questions however relating 

to 11 entry trainingu into police work has been left 1 ly 

to conjecture and opinion. 

Training in this study means that portion of the educa­

tional process which is highlyjob related and concerned with 

changing job behavior. It is typically conducted at, on or 

near the job both in and physical proximity. It is usually 

concerned with proficiency on the job and not academic credits 

or degrees. It is on the other hand highly concerned with 

professionalism on part of both faculty and student. 

In many respects the "training process 11 is more dif,ficul t 

than classroom teaching which is highly oriented to knowledge 

acquisition. Typically the students are adults, in their 

background, motivation, and expectations. They have been 

11 around the track before 11
• As a result adult education of this 

type can be more expensive, more demanding and more rewarding. 

This portion of study does not bring final answers 

to the overall process of "entryn or recruit training but 

it did investigate this problem to the point of being able to 

establish guide lines for curricula study and program develop­

ment. Following are some of the more crucial questions which 

need to be answered as part of the process designing the 

recruit training portion of the curriculum of an Academy. 
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1. What criteria should be established for performance of 

a police officer (non-supervisory) 

2. What differences in performance exist in the following: 

a. Municipal police officer 

b. Deputy Sheriff 

c. Constable 

d. Conservation officer 

e. Highway patrolman 

f. Park police officer 

g. Airport police officer 

h. University police officer 

3. Are there differences in performance required for 

a. County policeing 

b. Metro city policeing 

c. Small town, village policeing 

d. Small town in resort area policeing 

e. Metro suburban policeing 

4. Is there a core of behavior, knowledge and attitudes 

common to all 1 work around which the central 

training of academy can be built 

5. What should be the subject matter and duration of a 

recruit training program. 

6. Should the requirements for entry in to police work be 

arbitrary (years of education) or should it be based on 

scores on achievement and aptitude tests. 

7. Should the requirements for entry into police work be 

identical for all types of law enforcement work. 
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8. Should 1 police officers be required to achieve 

the equivilent of a four year college degree within 

ten years of their initial employment. 

The process by which police of cers are initially trained 

varies considerably with the community which employees them. 

There is little consistency in the amount and type of training 

required except in the large cities, the Hennepin County 

Suburbs and the State ghway Patrol. Here the training ranges 

from 12 weeks to 3 to 4 weeks. The BCA has provided some 

consistancy to those (primarily) smaller communities which 

avail themselves of this facility. 

In an effort to delineate some aspects of the problem 

of content and duration for recruit training the llowing 

exercise was undertaken. The training of cers of the Hennepin 

Suburban Police Academy, State Highway Patrol, The Minneapolis 

Police Department, the St. Paul Police Department and the 

State Peace Officers Training Board were invited to evaluate 

their recruit training programs against a standardized survey 

instrument designed by International Association of Chiefs 

of Po ce 

Each training of cer classified his Recruit Training 

Program against the standard list of subjects on the basis of 

number of hours by subject in his program. These were then 

added and averaged. (Errors exist because of a lack of complete 

commona ty of titles.) The officers were then asked to use 

this list of subjects and in discussion arrive at mutual 

agreement as to how many hours should be taught by subject 

if they could have the time they felt was necessary. All 
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of this data appears on page 8-4. The total was approximately 

twenty-one weeks. 

Present length of recruit courses are as follows: 

St. Paul Police Department 13 weeks plus 

Minneapolis Police Department 12 weeks plus 

Suburban Police Academy 6 weeks plus 

BCA Recruit Course A 3 weeks plus 

BCA Recruit Course B 4 weeks plus 

State Highway Patrol 12 weeks plus 

The nplus 11 in all instances refers to the fact that new 

officers are assigned to experienced of cers and supervisors 

for extended periods of "coaching on-the-job 11
, and or pre 

employment experience. 

The programs above are based on a combination of factors, 

past experience with recruit training, faculty availability, 

economics, facilities, pressures, etc. 

Of great need, of course, is to develop criteria for 

performance, and then design a curriculum to accomplish the 

criteria obj 

In addition, is the well demonstrated need for refresher 

and updating courses for non-supervisory personnel The problem 

of technological obsolescence is present in police work as 

in other fields. One study among engineers shows that the 

half life of a newly graduate engineer is eight years. 

If five experienced police training officers would recommend 

a minimum of twenty-one weeks for "entry" or recruit training 

and if the state average is closer to one week or less then 

the magnitude of the retraining problem is greater than that 

of initial training. 
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OUTLINE OF A POSSIBLE CURRICULUM 

FOR RECRUIT TRAINING 

COURSE TITLE 

A ADMINISTRATION OF JUSTICE 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 

Foundations of Criminal Justice 
Constitutional Law 
Crim. Justice Agencies - Fed. 
Crim. Justice Agencies State 
Crim Justice Agen~ies - County 
Crim. Justice Agencies - Local 
State Criminal Code 
Misc. State Codes 
Local Ordinances 
Civil Matters - Officer Liability 
Juvenile Code 
State Traffic Code 
Local Traffic Ordinances 
Civil Rights Laws 
Laws of Arrest, Search & Seizure 
Civil Corrunitment Procedures 
Rules of Evidence 
Court Procedures 
Testifying in Court 
Interrogation, Law of 
All other 

Total 

B INVESTIGATION 

1 
2 
3 
4 

5 
6 
7 
8 
9 

10 
11 
12 
13 
14 
15 
16 
17 

Principles of Investigation 
Crime Scene Protection 
Physical Evidence 
Collection and Preservation 

of Evidence 
Interviewing 
Interrogation 
Personal Identification 
Investigation of Death 
Crimes against the Person 
Crimes against property 
Misc. Offenses 
Subversion 
Organized Crime 
Vice Investigation 
Scientific Crime Detection 
Domestic Disturbances 
All Other 

Total 

s-s 

21 + WEEK 
PROGRAM 

RECOMMENDED 

2 
2 
4 
4 
2 
1 

16 
2 
8 
2 
8 

20 
2 
1 

16 
1 

10 
7 
2 
2 

112 

8 
4 
4 

4 
3 
4 
3 
4 
4 

12 
1 
1 
1 
4 
4 
4 

65 



C TRAFFIC OPERATIONS 

l 
2 
3 
4 
5 
6 
7 
8 
9 

10 

Accident Investigations 
Traffic Dire on 
Officer-Violator contacts 
Drunk Driving cases 
Speed Measurements 
Towing Procedures 
Summons Issuance Procedures 
Vehicle Inspection 
Traffic Engineering 
Accident Reporting 

Total 

D DEPARTMENT ADMINISTRATION 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 

Pro sional Ethics 
Rules and Regulations 
Organization 
General Orders 
Tour of Facilities of Department 
Personnel Policies 
Department story 
Budget 
Disciplinary Procedures 
All Other 

Total 

E PHYSICAL TRAINING AND SKILLS 

l 
2 
3 
4 
5 
6 
7 
8 
9 

Physic Conditioning 
Mechnaics of Arrest & Search 
Defensive Tactics 
Crowd & Riot Control Tactics 
Use of Hand cuffs 

Aspects of Firearms & Use 
rearms Training 

Pursuit & Defensive Driving 
All Other 

Total 
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40 
6 
8 
6 
5 
1 
3 
1 
2 
2 

74 

2 
4 
2 
1 
4 
1 
1 
1 
1 

17 

30 
16 
30 
16 

2 
2 

40 
16 

152 



F GENERAL TOPICS 

1 
2 
3 
4 
5 
6 
7 
8 
9 

Emergency Medical Techniques 
Dissaster Plans and Procedures 
Mahtematics 
Alcoholism and Drunkenness 
Tours and Exhibits 
Basic English (communications skills) 
Water Safety 
Safety Responsibility 
All Other 

Total 

G POLICE AND COMMUNITY RELATIONS 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
13 
14 
15 

Basic Sociology 
Social Disorganization 
Minority Relations 
Human Relations 
Basic Psychology 
Abnormal Psychology 
Relations with the Public 
Police Press Relations 
Criminology 
Geography 
Adolescent Psychology 
State and Local Government 
Extremist Groups 
Community Service Agencies 
All Other 

Total 

H STAFF SERVICES 

1 
2 
3 
4 

Records and Communications 
Jaul and Booking Procedures 
Motor Vehicle Maintenacne 
Equipment and Property Procedures 

Total 

I FIELD TRAINING 

1 
2 
3 

Orientation 
Field Assignments 
Debriefing and critique 

Total 
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30 
1 
2 
2 
5 
5 
1 
2 
1 

49 

4 
3 
6 
8 

6 
4 
1 
2 
5 
4 
2 
2 
4 

51 

6 
3 
1 
1 

11 

2 
176 

16 

194 



J 
1 
2 
3 
4 
5 

PATROL TECHNIQUES 
Basic Patrol Concepts 
Report Writing 
Field Inquiry 
Patrol Tactics and Duties 
All Other 

Total 

K PROGRAM ADMINISTRATION 

1 
2 
3 
4 
5 
6 
7 
8 
9 

Greetings 
Academy Orientation & Rules 
Examinations 
Review of Examinations 
Counseling 
Physical Tests 
Psycohological Tests 
Graduation 
All Other 

Total 

Grand Total 
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20 
16 

2 

38 

1 
4 

32 
32 
20 

4 
4 
4 

101 

864 



PART II 

THE PROCESS OF MANAGEMENT AND LEADERSHIP 

TRAINING AND DEVELOPMENT 

It is a conunon mistake in organizations and institutions 

to assume that after a plan has been developed, a procedure 

determined upon and people selected to carry it out, a satis­

factory result automatically follows. With this goes the 

idea that the process, having produced a satisfactory result, 

will continue to do so. Like everything else this is subject 

to constant change. There are always better plans, improved 

methods, more modern equipment and more adaptable materials 

to be used. Outside of this there are the constantly changing 

political factors and public reactions. 

The people in the organization change. Some develop and 

show unexpected capacity and others the reverse. People, 

equipment and ideas depreciate and become obsolete and must 

be replaced or brought up~to-date. The public, on whom the 

organization depends for its support, changes. Whatever the 

problem and the situations that exist today, they will be 

different tomorrow or will change over any given period of 

time. The serious problem has an unexpected answer or cir-

cumstances alter it so it becomes a minor one. The minor 

problem suddenly becomes serious. 

Nothing is fixed. Any tabulation of these influences 

shows very pointedly the necessity for flexibility in executive 

and management work~ 
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It common practice to set up schedules and rules, make 

charts, detail and fix methods and to determine and set pro­

cedures. This is one of the first steps in good management 

because it records the best practice, contributes to standard­

ization at a high level and eliminates scrambling around for 

answers to routine matters. The great danger is a belief in 

the finality and permanence and the resulting feeling of 

accomplishment and security. 

However, none of this the final answer. It is only 

the answer today to a temporaty group of conditions. Its 

value depends upon how easily and rapidly it is adjusted to 

changed conditions and necessary improvements. 

This just as true but not so readily recognized with 

respect to the human side of the organization. The specific 

abilities of people change because of their inherent qualities 

of adaptability and development, through the process of exper­

ience and also because of their health, age and other conditions. 

Not only does the ability of the human unit change but 

also its relationship to every other human unit in the organ-

ization because the change. So, the individual is variable 

not only within himself but in his relations to every other 

individual. These changes take place faster and more markedly 

than most people realize and alter the combinations of abilities 

as they have been set up for meeting the requirements the 

organization. As a result, the organizing of an institution 

or zation a continuous ss and the human structure 
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must be rearranged and adjusted to meet the inter-

relationship of relative abilities and their application to 

the various functions of the operation 

The ncipal elements of a public enterprise are generally 

recognized to be people, money, materials and lities (or 

equipment) . There is also general acceptance of the propos 

ition that the basic objective of a public enter prise is (1) 

provision of con services at the lowest cost and (2) 

ization continuity. Finally, it is general agreed that the 

principal job of management is to organize the elements of the 

enterprise a way which maximizes the chances of achieving 

the bas objectives. 

The 11 scientific management 11 theory and the mi tary and 

church organizations from which conventional administrative 

theory is drawn both contain a base of coercion or punishment 

implicit or their concept of 11 people structures". 

Authority of the superior over the subordinate carries with 

it right to punish and it ess ally the fear of pun-

ishment that lds together organizations bas on these 

theories There is, of course, also a hope of reward but it 

is much less explicit. 

From the observations of successful organizations we can 

draw a tentative 

More organizations are made up of interes 

and able people; in small, freely communicating face-to-face 

groups; under articulate and dedicated deeply 

committed to a and attainable objective; and thoroughly 

involved in solving the problems which stand in the way of 

achievement of the objective. 
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This statement would seem to constitue an effective 

guideline for the development of management in law enforce-

ment agencies .. 

What kind of leadership do we need to make this sort of 

organization work in a law enforcement environment? In looking 

back at the role we are suggesting for the manager, it is 

obvious that he cannot be an abdicator of responsibility. 

He has powerful and continuing responsibilities as an innovator, 

a communicator, a leader and an assistant to his subordinates 

and an "upward influencerH in the larger organization. 

On the other hand, he just as obviously cannot be a 

dictator or an authoritarian. His strength of leadership will 

come not so much from his position in a management hierarchy 

but from confidence in himself and the people associated 

with him. It will not be enough for him simply to believe 

in the ability, integrity and motivation of his people; he 

will need to talk about his bel f and demonstrate his belief 

by his behavior. He will need to exercise his power upward 

organi to vigorously pursue objectives of 

his function as they relate to higher levels of management 

in the municipality, county or state. 

Because of the traditional idea that authority flows 

down from the top, the typical government hierarchy made 

to order for a weak manager and our hypothetical manager will 

need to be constantly alert to the danger of becoming 11 comfort­

ab weak .. 11 It takes a strong manager to reject such notions 

as: 
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1. The authority of a position automatically confers 

leadership on its incumbent. 

2. Granting power to subordinates diminishes the power 

of the manager. 

3. The manager should know more than his subordinates 

about what's going on. 

4. No manager can be secure unless he makes all final 

decisions. 

5. A manager loses his individuality when he involves 

subordinates in the decision-making process. 

6. The right to communicate with higher levels of manage 

ment is reserved to the unit manager. 

By approaching organization from an altered viewpoint 

which sees people as prime movers, we can dispose of some 

11 cliches 11 which have colored management thinking and action 

for many years. There is no exclusive talk here of only the 

process of "delegation" of authority and responsibility but 

rather an acceptance of the fact that in addition authority 

and responsibility will be 11 assumed 11 in varying degrees by 

people of capacity to assume them. There is no artificial 

emphasis on "two-way communication," no 11 management development" 

gimmicks, no use of 11 participation 11 as a subterfuge. 

The nhappiness 11 of the people involved is not an objective, 

nor is 11 self-fulfillment 11 as a sociological goal. It is true 

that more people are likely to find happiness and self-fulfillment 

in such an organization than in a traditional one but it is 

equally true that the man who fails to measure up will be 

mercilessly exposed in such an environment. 
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On the other hand, such an approach to organization should 

enable us to operate with fewer people than we now use and 

the cost of accomplishing work should go down while the 

opportunity for individual financial rewards can go up. 

It a concept which could be Hresearched to death, 11 but which 

really needs only a measure of risk-taking ability ~o make it 

a reali The earlier such are taken, the sooner we 

shall solve the problem of utilizing our human resources in 

government as llfully as we now use money, materials and 

litiese 

The teamwork theory of organization builds upon all 

that works best in ting organization theory It uses fully 

all the tools of scienti c management, cost accounting and 

similar technologies and developments. These include: 

1. elimination of waste and inefficiency through 

functionalization, work simplification and related 

ses the es li f ic work 

goals through the use of objectivese 

2. Measurement of work accomplished and the continual 

examination of the extent to which specified goals 

are being achieved. 

3. Budgeting, cost accounting and other cost controls. 

Under the team theory, however, these resources are used 

in a fferent manner, based on a fferent set of motivational 

assumptions and th a different logic or philosophy from that 

upon which the traditional theories are based. The team theory 
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is concerned with obtaining the highest possible 1 

motivation. Such motivation involves not only economic motives 

but also ego natives, including the desire for growth and sig­

nificant achievement in terms of one's values and goals, as 

well as the desire for status, recognition, approval and accept­

ance. In short, an organization will not be effective unless 

it can fully motivate its members and then successfully utilize, 

coordinate, and focus their efforts. In order to accomplish 

this, two factors are essential (l} efficient interaction 

at all levels ir the organization and (2) mutual influence 

in determining goals, objectives, plans and courses of action. 

11hese two factors require: 

1. Full and candid communication of all relevant infor­

mation between the various levels of the organization 

and across them. 

2. Opportunity for members of the organization to exert 

appropriate and adequate influence on others in ways 

related to their experience, knowledge and information. 

3. ion-making processes which use fully and intelli 

gently all the information available in the organ­

ization and which are designed in such a way that the 

members of the organization are highly motivated to 

carry out these decisions. 

4. Measurement not only of operation costs, waste and 

earnings but also of those human dimensions which 

af 

a. 

b .. 

c. 

ct the organization~s capacity to produce, i.e. 

Motivation of its members 

Communication between members and groups 

Deoision-making of both the individual and the group 
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How does an organiz 

which fit the teamwork 

deve operating procedures 

(the evement of a high 

level of motivation throughout the organiz )? 

1. The organiz structure and its manner of 

functioning must ure a prob lity that 

in all interactions each of the individuals involved 

11, in the light of s background, experience and 

ew the interaction as supportive and 

one which contributes to his sense of personal worth. 

2. Management 11 make full use of the potential capaci 

of human resources when each person in an 

organization is a member of one or more well-knit, 

effective functioning work that have high 

lls of interaction high performance goals. 

3. The alternative to teamwork most cases is conf ct 

and between individuals and 

Effects of 

these kinds 

s competi 

lems: 

between functions develop 

a Encroachment on other functions 

b Struggle for power 

c Staffing for peak loads 

de Tighter control from the 

e 

f 

Hos 1 

Competi 

between subordinates 

and conflict between subordinates 

go energy diss 

4o Advantages of well-developed teamwork are 

a There are effective functioning group ssures 

for acceptance of solutions which are in the best 

st of all the members and rejec on of 
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solutions which unduly favor a particular member 

or segment of the group. 

b. Subordinates in this situation find they cannot 

get special favors or preferred treatment from 

the 11 chief 11
• 

c The motivation is high to communicate fully and 

accurately. 

d. The group also is likely to be hard on any member 

who withholds important information from them. 

e. Members are highly motivated to achieve goals 

set or approved by the group. 

f. The creative capacity of both individuals and 

groups is focused on the problems facing the 

organization. 

An organization should be outstanding in its performance 

if it has the overlapping group form of structure, effective 

communication and influence, decentralized and cordinated 

cision-making and high performance objectives coupled with 

high motivation. We would expect such an organization to have 

high productivity, a high quality service and production, 

low cost, low turnover, high capacity to adapt effectively 

to change, a high degree of satisfaction on the part of its 

employees, clients and relevant publics and good relations 

with society. In short, it would be an ideal organization. 

The task of improving any present organization consists 

of three major aspect: 
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Inventory of management positions, personnel and problems 

Appraisal of organization and of management performance 

and potential 

Development of the organizationand management through 

individual and group programs. 

In order to fulfill this essential aspect of improving 

organization and building a management team, three factors 

should be inventoried: (1) positions, (2) present personnel 

and (3) organization problems 

The step of invenborying positions consists of clarifying 

and defining managerial objectives, functions and responsibilities. 

It involves spelling out what managers are to do--in terms of 

functions and responsibilities and making clear how it is to 

be donee It is obvous that individuals can only do the things 

they know and understand® Clarification of functions and 

responsibilities should be done vertically between the manager 

and those who report to him, as well as horizontally between 

the manager and his associates to who his job relates. If 

the program never goes any further, vertical and horizontal 

clarification and understanding of work assignments makes for 

better performance of individuals and better cooperation between 

individuals and work groups 

A management inventory should be used to help single 

out those who are qualified for openings in terms of their' 

work interests, aptitudes and abilities, work habits, personality 

characteristics and experience~ Such a procedure gives each 

individual an opportunity to furnish management with current 

and complete information covering his personal history, back-

ground and qualifications on the one hand and his career 
8 18 



interests and aspirations on the other. s atly facilitates 

the identification of those with skill and potential in the 

organization. It also enab management to do a better job 

the placement and uti zation of personnel. 

The next step involves identifying personnel and organiz on 

needs and problems and following up to solve them. The operating 

effectivenes~and efficiency of the organization and the morale 

and work satisfaction of the people can be established by 

using an instrument like the Organization Inventory, an out-

growth of years of research at the University of cago. 

The appraisal and assessment of performance is an essential 

part of building and maintaining a strong organization and 

management team. This involves three sequential s , dealing 

with performance, potential and finally, selection. 

Performance is reviewed terms of work objectives, 

functions, responsibility, authority, and relationships As 

mentioned above, making explicit what a person should do and 

how he should do is essenti to having him do it well. 

The clarification of objectives, funcions, responsibilities, 

etc. constitutes a framework for observing and recording the 

actual behavior of peop on job in terms of what the j 
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of them.. As 

the per£ormance 

appraised 

By 

ex amp of job 

ob 

continuing record of the 

cons a 

understudies can be observed and 

and recording important 

, the manager can develop a 

ls in 

terms of what the provides a factual 

basis , counseling and developing the individual 

in terms job situation 

Gauging for growth and development the next 

s we fy what is expected of people in 

terms of the job and how are doing in terms of 

mance are we in a position to gauge the to 

to become more ly and to take on more respon 

s li The important factor here is to assess accurate 

the of an dual and to translate s 

terms of to a more le job .. 

We are ses the extent to which we a man is 

le and and ability to learn, and 

deve 

If efforts are directed to upgrade and improve 

and of pres en members of 

care should be taken to select new members of 

The problem here to de what candidates can 

terms of and mental ties, 
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background and 

basic consideration 

and L As 

to try to determine what they will 

do-~whether they have the desired attitudes; motivation, work 

habits and maturity This is essentially the selection process 

focused primarily on promotions. 

A basic need of most people is to grow, develop and 

become more ful functioning At certain stages in an indi-

vidual's career if he denied such an opportunity (through 

inadvertence or otherwise) he tends to become thwarted, frus­

trated and 

The deve pro s with a review of the 

individual's s out functions and respon-

sibilities Also a eareful analysis of the problems he faces 

in improving should be completed At this 

stage, then deal of has been gathered 

and both and group programs of development can be 

selected to meet the developmental needs. 

Let us each o these 

21 

at t aspects 
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coach to coach 

s for developing 

t 
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In order to create the atmosphere and situations in ch 

all members of management will be encouraged to develop and 

grow, all must be included in the program, from top to bottom$ 

There is an old saying that what honored in a country will 

be cultivated there. If we make explicit our interest in 

people and our ire to help them grow and develop, they 

will be positively motivated to do so This means creating 

learning situations for them, offering challenges to them and 

encouraging them to improve and develop. 

We need to work out with the individual, on the basis 

of his needs, interests and problems, a plan his develop-

ment. This plan should largely be based on what his job re-

and what kind of qualifications must be developed. In 

general, the plan of development should grow out of the process 

mentioned above. In doing this, the program has always placed 

the emphasis on the job--in terms of objectives, functions 

and responsibilities-- and on the problems the individual has 

encountered in carrying out the job. The focus should always 

be on problems and not on personality of the individual. 

s lems in terms of j it is 

possible to be much more objective and less threatening to 

the individual. This results a plan of development based 

upon the individual's needs and problems, which he recognizes 

what he can do and how he can improve. 

Just as we seek to get the individual to recognize and 

the responsibility his own development, similarly 

manager should recognize his responsibility helping 

to coach and develop s people. All members management 

should be given the opportuni to acquire 11 in coaching 

and counseling their subordinates. This includes 
8-22 
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If it is true that people can do only that which 

have learned to do and, if we accept the premise that manage~ 

ment is different from any other profession, then we need to 

help people learn how to manage. 

Management Development may be described as all those 

activities and influences, which recognized and controlled, 

have a substantial influence in changing the capacity of the 

individual to better and in 

so doing, are likely to increase his potential for future 

managerial assignments. 

With this goes the notion that the best single indicator 

of capacity for future assignment is performance on the present 

job .. 

The philosophy of management development states, therefore: 

1. The best approach for development for the future 

is doing today's job under the guidance of an able 

and sympathetic superior. 

2. People learn to do an activity 

a. Only by the job to be learned 

b. Only when they have 1ithe will" to learn the job 

c. Only in terms of their ability to relate the new 

to past experiences 

3. member of management must be continuously and 

permanently in the program. 

4. A systematic and organized approach to development 

is superior to the 11 informal 11 approach for the 

latter is usually an excuse for doing nothing. 
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The operational implications of this philosophy are: 

1.. The "core'·' of management development is in 11 on-the­

job11 learning with coaching .. 

2e The individual is responsible for own develop..., 

ment. The superior is responsible for providing the 

individual with opportuni 

evaluations of progress. 

to learn and with 

3. Growth is a never-ending process. Assumption of a 

management position carries with it the responsibility 

for personal development as well as responsibility 

for the management an activity 

4. must be a plan for each unit of the organiza-

tion and for each individual - a systematic approach 

to achieve the objective. 

The objectives of management development are: 

1. Improved performance on all present assignments. 

2. A reserve of well-developed management personnel 

available for possible future assignments 

and the schema cons ts of the following: 

1.. Analysis 

mination .. 

the organization to provide needs deter-

2. Selection of personnel into management and for pro-

motion .. 

3. Evaluation of the performance of personnel to deter­

individual development 

4. Development activity on part of individuals. 
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5. Inventory control to constantly provide resources 

of manpower when needed. 

In an effort "to get at" some specifics for curriculum 

in the area of Supervisory and Management Development in 

law enforcement,a sub-study was conducted with twelve senior 

police executives. They were asked to select from a standard 

check list those subjects they felt supervisors needed to 

be trained in. They were asked to evaluate both large and 

small departments. In addition they were asked to check for 

three levels of management as follows: 

1. First appointed supervisor (just up from the ranks) 

2. Intermediate command 

3a Senior command 

The following instruction were given: 

11 Attached are several sheets on which are listed subjects 

normally found in a Management Curriculum. Some subjects may 

be appropriate for certain levels of amnagement and not for 

others. 

In addition, there may be some need to vary training by 

virtue of size of department. We would like you to complete 

this questionnaire by putting aniix" into the appropriate box 

for each subject for both sizes of department and by level 

of supervision and management. 

A. One classification is small department versus large 

departmentse They are differentiated as follows: 

1. Small Departments - 10 men or less (including 

the chief) . 

2. Large Departments - 11 men or more (including 

the chief) . 
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B. The second classif2cation is: 

1. First appointed supervisor - A man who supervises 

one or more police officers for the first time 

in his law enforcement career. 

2. Intermediate Command - Any supervisor of one or 

more men but not including the chief (sheriff) 

or his deputy. 

3. Senior Comand - Only chief (sheriff) of a depart­

ment or his only appointed deputy who sits in 

his absence. 

Three classifications leave a lot of room for interpre­

tation, but still will permit a gross judgment, which will be 

ii 

useful in establishing a preliminary curriculum outline. 

The results of this study with all data listed are found 

on pages 29, 30, and 31. 
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A POSSIBLE CURRICULUM FOR THE MANAGEMENT PORTION 

OF AN ACADEMY OF LAW ENFORCEMENT 

The following subject matter by title is proposed as the possible core curriculum for 
the Management Portion of an Academy of Law Enforcement. It is based upon analysis 
j descriptions, the actions project s , and Concept of Management derived from 
a literature study. 
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The above data would seem to indicate the need for 

1. A careful analysis of the work activities of manage-

ment personnel of smaller departments While there 

are many fewer law enforcement of cers in small 

departments than large ones, on the other hand there 

are many more smaller departments and cons 

many more chiefs and sheriffs of small departments@ 

2. A more pre e and elaborate system of classifi on 

of law enforcement agencies is necessary against which 

to prepare the management curricula in the Academy@ 

3. The instrument on which this data is based was possibly 

not complete enough in its description of the various 

subject areas and for a future study it would need 

considerable elaboratione 
4. The need to determine if chiefs and sheriffs presently 

in positions are qualified to specify the develop­

ment needs for themselves and their subordinate 

management without some assistance in form of 

and on 

Of special interst is the weighting and ank of subj 

generally having to do with the law enforcement of cer as 

he relates to the people in hi Items (subjects) 

8, 12, 30, 31 and 34 were so identified@ For each ubje 

a classification of its relative rank was e tablished for 

small and large departments the wei for each 

level and then averaging® There with the average 
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Item No 

8 

12 

30 

31 

34 

for l 35 subje 

TABLE OF RANKING 

Small 
Rank 

8 

14 

5 

11 

Rank 

15 

7 

4 

10 

6 

Of t the fact that these subjects were all 

ranked in the upper 50% of of all subjects .. 

The is ses the as to the rel 

between the tudes and lls of so rs manage-

ment and the need for the spe subjects .. 

t necessary to deve a more te understanding 

between ef s of law and the role of 

the or fact the table are too low 

so low 

It may 1 be that the has not made 

what wants and needs way law 

the ame I the 

l or does not he 

on its the that it 

f the law enforcement cer is not 

he may not be able 

what needs .. 
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BCA POLICE MANAGEMENT TRAINING 

Police Management Training offered by the BCA in 1968 

consisted of the following: 

L 

2" 

Intermediate Corrunand 

Senior Command 

one 

one 

The last intermediate corrunand course offered in 1968 

was composed of 65 law enforcement managers© Quality on 

cannot be provided in the facilities available or with the 

number of personnel in attendance 

A handfull of courses in these areas were offered by other 

law enforcement agencies but in total they met only a fr 

of the needs,, 
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SECTION NINE 

LAW ENFORCEMENT AND THE AVAILABILITY OF 

EDUCATION IN THE STATE 

This section is not meant to be finitive for research 

in this area has been competently conducted by others.. Its 

sole intent is to demonstrate the lack of faci ties for 

"law enforcement training" available from the education sector 

of our society .. 

The following is typical of the problem a police officer 

who wishes to take courses relavent to doing the 

job of "day by day" law enforcement. This is what is currently 

available to him. 

1. The University of Minnesota 

a. Department of Law Enforcement Science will offer 

a four year program leading to a B.S. or B.A. 

degree. 

b. The General College offers a two year Associate 

of Arts degree in the Law Enforcement Program. 

c. The Extension Division offers in its evening 

program a Certi cate in Police Administration. 

This is 45 Certificate Credits. 

d.. The Extension Division offers through correspondence 

a Certificate for Police Administration. This 

covers four courses. 
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2. The Junior Colleges (eight) will beginning 

in the fall of 1968 a two year course for credit, 

and requiring full time attendance, leading to an 

Associate of Arts degree in Public Service This 

is only generally applicable to law enforcement 

work, as it is also generaly applicable to other 

fields of lie service 

3. A few selected officers each year attend 

ae FBI Academy 

b,, Traffic Institute Northwestern University 

c. Southern Police Institute 

d Police Science course, Michigan State University 

eo University of Indiana 

f. Western Reserve ity 

However the number attending each year is estimated as 

less than one per cent( %) of the police of cers in the state, 

while turnover among 1 onnel 

(1 

St 

estimated as exceeding 

1 s 

to 

Thomas, 

ice 

200 

3 hours to 3 hours per program,, 

able from 

Some 

etc., 

of 

three major 

1-

work while others 

logy, sociology 

lerns 



a. Many courses are worthless and expens but 

organization exists to evaluate them and conununicate 

these evaluations to law enforcement agencies .. 

b. One study shows that the largest percent of people 

who begin correspondence courses never complete 

them (estimate 90% do not complete) .. 

c. Correspondence learning is very dif cult and 

not as effective as other methods of learning. 

While the long term growth of educational resources 

in the State may permit the development a new generation 

of law enforcement ficers (and the need great) the ty 

posed by all the problems in adult education and re-education 

that this will not happen exclusively or even primarily 

through titutions of higher learning.. The "in institution 11 

training required of doctors in hospitals, nurses the ward, 

engineers in enginnering departments speaks more eloquently 

than the combined weight all the studies on adult education. 

All professions are eventually applied professions if 

they are to value We should not 

misled the 

whose approach is almost 

As Pres 

can't 

The 

educational ti 

Conant 

a 

i not meant 

in our state 

11 elf~s 

and 

i put 

There or 

be to e than in rect concern with 

II to II 11 

to provide ficant 

s 
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SECTION TEN 

DIMENSIONS OF LAW ENFORCEMENT AND 

CRIMINAL JUSTICE NOT COVERED IN THE STUDY 



SECTION TEN 

DIMENSIONS OF LAW ENFORCEMENT AND 

CRIMINAL JUSTICE NOT COVERED IN THE STUDY 

1.. Constables and their work 

2. Selection, recruitment and retention of Peace Officers 

3. Organization of Police Departments 

4. Mayors and their relationship to law enforcement 

5. Councilmen, County Boards, Town Boards and their relation­

ship to law enforcement 

6. Training of Police Corrunissioners 

7. County and Municipal Attorneys and 

to police work 

8. Parole Officers and parole system 

9. Judical System 

10. Jailors, Lockups and Prisons 

r relationship 

11. Federal Law Enforcement Agencies and their relationship 

to local law enforcement 

12. Special problems of , and j 

13. The educational tern of the state and its re 

14 .. 

15,, 

to law enforcement,, 

Compensation practi 

Lateral 

Community size and 

law 

law 16" 

17 .. Volunteer youth groups 

18 .. Police reserves 

19.. Private police 

in law 

in law 

20. Sheriff contract system as re 

10 1 

enforcement 

les 



1 Safety of cer law enforcement 

as related to training 

10 2 



SECTION ELEVEN 

FACTORS TO CONSIDER IN THE ESTABLISHMENT 

OF A PROPOSED ACADEMY 



SECTION ELEVEN 

FACTORS TO CONSIDER IN THE ESTABLISHMENT 

OF A PROPOSED ACADEMY 

The following outline is a listing of factors which will 

need to be considered as judgements are made as to the nature 

and means of operation of a facility to provide training for 

local law enforcement in Minnesota during the next twenty 

years. 

1. Structure of Academy 

a. State operated or independent foundation 

b. Relationship bo State Legislature 

2. Board of Trustees or Advisory Council 

a. Number 

b. How constituted 

c. Powers 

3. Executive Director 

a. Staff of the Academy 

b. Director of Administrative Services 

c. Dean of Faculty 

d. Director of dormitory operations 

e. Director of physical education 

f. Nurse and medical 

g. Director of audio-visual and practice facilities 

h. Faculty full time 

i. Faculty - part time 

j. Consultants 

11-1 



8 Role 

attendance 

a to s 

b to arrange 

c 

11-2 

a 

rements for 

of Law 

would be 

th other 

by 

to provide 



9. Objectives of the Academy 

a.. Overall 

b. Basic training 

c. Refresher basic training 

d. Supervision training 

e. Management training 

f. Specialist and technician training 

1.. Detectives 

2. Communications 

3., Etc. 

g Orientation seminars 

h. Consultation service 

i.. Publications 

j.. Research service 

k. General support to law enforcement 

10. Policies of the Academy 

11. Procedures of the Academy 

12 Re with other agencies and organizations 

a.. Department of Corrections 

b. Judical tern 

c.. Etc., 

13.. Physical 

a.. Flexible classrooms for training 

b. Gymnasium and phys al training facilities 

c .. and water s ty training facilities 

d~ Pursuit driving facilities 

e.. Inves lities and crime scene rnockups 

11-3 



f. Indoor and outdoor firearms and equipment qual-

ification facilities 

g. Air strip for helicopters and light aircraft 

h. Athletic field 

i. Laboratories to support educational effort 

j. Facilities to develop program support for training 

(printing etc.) 

k. Audio-visual production and support facilities 

1. Consultation space 

m. Dormitory facilities 

n. Eating and food service facilities 

o. Parking facilities 

p. Mainteanance and shop facilities 

q. Television capability 

14~ Curriculum objectives in detail 

a. Basic training 

b. Refresher basic training 

c. Supervision training 

d. Manangment training 

e. Specialist training 

(1) Detectives 

(2) Communications 

(3) Etc. 

f. Orientation seminars 

15. Training guides and outlines for above 

16. Library and research facilities 

a. Books 

b. Periodicals 

11-4 



c" Reference works 

d .. Films 

E .. Tapes 

f .. Phot~graph collection 

g .. Technical data on weapons and equipment 

h., Document collection 

17. Provision for attendance and training of non-employed 

personnel, students and others 

a., Disadvantaged personnel 

b .. Lateral transfers 

c .. Out of state personnel 

d., Out of country personnel 

e. Students 

L Researchers 

18. Relationships to organizations 

a. Professional organizations 

b.. Educational institutions 

19 

c 

d Out of tate agencies 

e. Muni organizations (non-police) 

Consul 

a 

b .. 

ces to local law enforcement 

t = 

file and f 

s 

li hiring personnel 

for placement in local law enforcement agencies 

c., Use of facilities 

20.. Na±Ure ces Academy so it will serve as 

a focal poin for professionalization of Law Enforce 

mnet in Minnesota 

11-5 
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INTRODUCTION 

PURPOSE OF THIS STUDY 

This questionnaire gives you the opportunity to express your personal opinions with respect 

to training needs in your profession. Your co-operation is appreciated by the staff of the Management 

Center of the College of St. Thomas who are conducting this study at the request of the Attorney 

General of the State of Minnesota. All law enforcement agencies in Minnesota are participating in 

the study. 

HOW TO FILL IN THE QUESTIONNAIRE 

THERE ARE NO RIGHT OR WRONG ANSWERS. All that we want to know is your personal opinions 

based on your experience and knowledge. 

Each part of this questionnaire has its own instructions. Please follow those instructions carefully. 

STAY ANONYMOUS 

Do not sign your name. We need the personal data at the end only in order to evaluate your answers 

by groups. We do not wish to identify individuals. 

Place your completed questionnaire in the enclosed envelope, seal it, and return it to 

Computer Center 

College of St. Thomas 

St. Paul, Minnesota 55101 



PART 

Importance of Job Characteri sties 

The following statements deal with some characteristics of professions and occupations and are of 

varying importance to each individual in the selection of a profession or occupation; consequently 

there are no right or wrong answers. Read each statement carefully and decide how important the 
characteristic is to you. 

Very 
Important 

5 4 3 2 

Not 
Important 

l 

Example: If you think owning a car is very important, put a S opposite the characteristic, If you 

feel neutral about owning a car put a 3 opposite it. 

Owning a car 

Degree of 

Importance Job Characteristic 

1. A stable and secure future 

2. Freedom from pressure to conform in my personal life 

3. Opportunity to use my special abilities and aptitudes 

4. Opportunity to be useful to society in general 

5. Opportunity to be helpful to others 

6. Chance to exercise leadership 

7. Social standing and prestige in the community 

8. Opportunity to be creative and original 

9. · Chance to earn enough money to live comfortab,ly 

10. Opportunity to work with people 

11. Chance to achieve recognition from others in my profession 

12. Freedom from supervision in my work 

13. Absence of high pressure 

14. Opportunities for rapid success rather than mode~ate 

15. Living and working in the world of ideas and words. 



PART 11 

TRAINING DATA 

1. How many hours of formal training have you had since you were appointed to law enforcement 

agency? 

____ hrs. 

2. Did you have a recruit training program when you were appointed? (circle one) 

a) 1) Yes 

2) No 

b) If yes - How many hours? ------- hrs. 

c) What organization provided the training? 

3. Did you participate in any formal law enforcement training program since January 1st, 1967? 

a) 1) Yes 

2) No 

b) If yes -- How many hours? _______ hrs. 

c) What type of training? (Example: Investigators' school sponsored by B.C.A.) 

4. Are you participating in any law enforcement training now? (circle one) 

a) 1) Yes 

2) No 

b) If yes -- where (circle those applicable) 

1) correspondence 

2) Junior College 

3) University of Minnesota 

4) Departmental 

5) Other 

Give brief description of program below 



PA T II i 

Time spent on Activities 

1) How long is your average work week in hours? 

hrs. 

write here 

2) What percentage of this work week do you spend on 

Percentage 

100% 

Patrolling, maintaining peace, and domestic quarrels etc. 

Traffic law enforcement, and accident investigation 

Investigation of crimes 

Court services: summoning jurors, testimony, bailiff duty, escorting convicted criminals. 

Report preparation, report writing 

Other administrative work 

Speech making, public relations, visits to schools, clubs etc. 

Other (describe) 

{check that the percentages add up to 100%) 



RT V 

Skill Inventory 

The following is a list of areas where you may feel that you need further training. Respond to the 

questions as objectively as possible by checking the appropriate blank. 

To become a more effective Law Enforcement Officer, I require greater skill and knowledge in the 

following areas: 

YES NO YES 

1) Search & Seizure 20) Crimin al Law 

2) Report Writing 21) Evidence Collection 

3) Techniques of Arrest 22) Psychology & Behavior 

4) Accident Investigation 23) Testifying 

5) Civil Process 24) Riot Control 

6) Firearms 25) Interviewing 

7) Records 26) Police Patrol 

8) Rights of Accused 27) Juveniles 

9) Communications 28) Pursuit Driving 

10) Laws of Arrest 29) Fingerprinting 

YES NO YES 

11) Criminal Investigation 30) Photography 

12) Crime Scene Search 31) Rules of Evidence 

13) Interrogation Techniques 32) Narcotics 

14) Court Procedure 33) Radar 

15) Traffic Law 34) Radio Dispatching 

16) Criminal Procedure 35) Human Relations 

17) Traffic Law Enforcement 36) Mental Health 

18) Confessions 37) Breathanalyser 

19) Public Relations 38) First Aid 

NO 

NO 



PART V 

1) Are you a Full Time or Part Time Employee? (Circle One) 

1) Full time 2) Part time 

Average number of hours worked per week Average number of hours worked per week 

2) What is your MONTHLY SALARY? (Circle One) 

1) less than $200 5) $500 to $599 
2) $200 to $299 6) $600 to $699 
3) $300 to $399 7) $700 to $799 
4) $400 to $499 8) $800 to $899 

9) $900 and over 

3) To what type of Law Enforcement Agency do you belong? (Circle One) 

1) Police Department 5) Township 

2) Sheriff's Office 6) Bureau of Criminal Apprehension 

3) Highway Patrol 7) Campus Police 

4) Conservation Department 8) Park Police 
9) Special Enforcement Agencies 

10) Other 
write here 

4) In what size of community do you work? (Circle One) 

1) Under 1000 S) 25000 to 4 9999 
2) 1000 to 4999 6) 5_0,000 to 99999 

3) 5000 to 999 9 7) 100,000 and Over 

4) 10,000 to 24999 

5) In what type of community do you work? (Circle One) 

1) Duluth, St. Paul, or Minneapolis 

2) Twin City Suburban 

3) Other 

6) How many Law Enforcement Officers are in your force? 

Part Time 

Number Number 

7) Are you assigned to a specialized work detail? 

a) 1) Yes 

2) No 

b) If yes (Circle ALL that apply) 

1) Traffic 

2) Detective 

3) Juvenile 

4) Parole 

S) Communications 

6) Vice 
7) Narcotics 

8) Emergency Squad 

9) Other -----------------
write here 



8) 

9) 

10) 

11) 

Sergeant in charge of records) 

you as an individual there is no need to 

When you patrol do you do so 

1) On foot 

2) One man car 
3) Two man car 
4) Motor Cycle 
5) Other 

Write in 

How long have you been in Law Enforcement? (Circle one) 

1) 

2) 

3) 

4) 

5) 
6) 

7) 

8) 

9) 

How 

1) 
2) 
3)' 

4) 

5) 

6) 

7) 
8) 

Less than 

At least 90 than 7 months 
At least 7 months but less than year 
At least 1 year but less than 2 years 
At least 2 years but less than 3 years 
At least 3 but than 5 years 

At least 5 years but less than 10 years 
At least 10 years but less than 15 years 
Over 15 years 

S years 

10 

What in 



PART V (Continued) 

13) Which of the following categories best describes (or described) your father's (or guardian's) 

usual occupation? 

1. Professional (doctor, lawyer, teacher, minister, etc.) 

2. Proprietor or manager (store owner, factory owner, sales manager, etc.) 

3. Salesman (other than sales manager, insurance man, etc.) 

4. Clerical (office clerk, bookkeeper, etc.) 

5. Skilled worker (machinist, carpenter, electrician, mechanic, etc.) 

6. Semi-skilled worker (assembly line, machine operator, apprentice, etc.) 

7. Unskilled worker (laborer, gas station attendant, etc.) 

8. Farmer or farm worker 

9. Farm owner or farm manager 

14) How much education have you had? (Circle highest grade) 

1. Less than 8th grade 5. Some college 

2. Completed 8th grade 6. Bachelor's degree 

3. Some high school 7. Master's degree 

4. High school graduate 8. Ph.D. 

15) What was your undergraduate major? (If no degree, write N/ A) 

write here 

16) What was your graduate major? (If no graduate degree, write N/ A) 

write here 

17) a) How many years Military Service have you had? 

years 

b) What was the highest rank you held in Military Service? 

write here 

c) Which Branch 1) Army 2) Navy 3) Marines 4) Coast Guard S) Air Force 

18) Were you employed before becoming a member of a Law Enforcement Agency? 

1) Yes 

2) No 

If yes - what was your previous job? (Example: Machine operator in a stamping plant) 

19) How long were you employed at a full time job before becoming a member of a Law Enforcement 

Agency? (Include Military Service) 

years 



What think you to 

the 1, 2, and 3, how many could be solved or minimized 

do 

of 



11 

ly 

1) How many years have you been a supervisor in a Law Enforcement Agency? 

years 

a) ------ Other supervisors 
number 

b) Other law enforcement officers (Not supervisors) ------
number 

c) ------ Civilian personnel 
number 

3) In work, LAW .:;;;;;;;;;.;..;;;._;;;.;;;..;..;;.;;;;;;.;.;=...;_;;;;_ 

How many years have you been a supervisor (Include Service) 

years months 

4) Have you had in supervisory methods? (Circle one) 

1) Yes 
2) No 

If yes, describe briefly. 

IF YOU A SUPERVISOR DO NOT FILL IN ANY MORE OF THIS ONNAIRE 



PART VIII 

(a) JOB FUNCTIONS 

Listed below are ten management functions commonly performed by persons in managerial and supervisory 

positions. Read each function carefully and decide whether or not you perform it as a part of your job. 

If you do not perform a particular function, cross it off the list. Be sure, however, to cross off only those 

functions that never enter into your job. 

Now please consider the remaining functions on the list with respect to the problems associated with each 

function. Select the function which causes you the greatest amount of problems, and on the righthand side 

of the page in the space next to the statement "causes most problems" write the number of that function. 

Now study the remaining functions on this list and decide which one gives you the least amount of problems. 

Write the number of the selected function in the space next to the statement "causes least problems" at 

the bottom of the list on the righthand side of the page. 

Repeat this process alternating between functions causing most problems and functions causing least 

problems until all of the functions which apply to your job have been ranked. 

1. Planning and scheduling work 

2. Determining performance requirements 

3. Getting the work done 

4. Improving work systems and methods 

S. Developing and training individuals 

6. Maintaining a cooperative work force 

7. Developing own managerial competence 

8. Participating in public, community and 

political relations 

9. Written and verbal communication 

10. Developing and applying controls 

Causes most problems 

Second most problems 

Next most problems 

Next most problems 

Next most problems 

Next least problems 

Next least problems 

Next least problems 

Second least problems 

Causes least problems 



T VII I 

(b) J S (amount ti me spent) 

Listed beluw are ten management functions commonly performed by persons in managerial and supervisory 

positions. Read each function carefully and decide whether or not you perform it as part of your job. 

If you do not perform a particular function, cross it off the list. Be sure, however, to cross off only those 

functions that never enter into your job. 

Now please consider the remaining functions on the list with respect to the amount of time you spend on 

each function. Select the function on which you spend the greatest amount of time, and on the right-hand 

side of the page write in the space next to the statement "spend, most time" the number of that function 

Now study the remaining functions on the list and decide on which one you spend the least amount of time. 

Write the number of the selected function in the space next to the statement "spent least time" at the 

bottom of the list at the right-hand side of the page. 

Repeat this process alternating between functions on which you spend most time and functions on which 

you spend least time until all of the functions which apply to your job have been ranked. 

1. Planning and scheduling work 

2. Determining performance requirements 

3. Getting the work done 

4. Improving work systems and methods 

5. Developing and training individuals 

6. Maintaining a cooperative work force 

7. Developing own managerial competence 

8. Participating in public, community and 

political relations 

9. Written and verbal communication 

10. Developing and applying controls 

Spend most time 

Second most time 

Next most time 

Next most time 

Next most time 

Next least time 

Next least time 

Next least time 

Second least time 

Spend least time 



SUPERVISORS ONLY 

PART IX 

MANAGERIAL AND SUPERVISORY KNOWLEDGE AND SKILLS INVENTORY 

Following is a list of functions and activities normally performed by managers and supervisors. This list 

has been developed over a number of years at the Industrial Relations Center of the University of Chicago 

from the responses of managers and supervisors to the questions. 

These management activities have been grouped into four categories: A. Management of work. B. Manage­

ment of people. C. Management of ideas and relationships. D. Management of self-development. Within 

each category are a number of statements to be answered. This is not a test. It is an inventory; consequently 

there are no right or wrong answers. Read the question at the beginning of each category and respond to the 

statements as objectively as possible by checking the appropriate blank. 

Indicate the areas and activities on your job in which you feel you could be more skilled. 

Management of work. 

To do a more effective job of managing work I require greater skill and knowledge in the 

following functions: 

1. Understanding the over-all function of my work and how it contributes to the total 
operation. 

2. Making logical job assignments based on work objectives. 

3. Transferring and reassigning individuals to meet job demands. 

4. Preparing work assignments that are clear, understandable, and specific. 

5. Co-ordinating activities within and between work units. 

6. Seeing that people know and do what is expected of them on their job. 

7. Planning to meet emergencies. 

8. Resolving work problems without delay. 

9. Analyzing work units for more effective operations. 

10. Making improvements where or when required. 

11. Utilizing cost control methods and procedures. 

12. Understanding laws and administering departmental regulations. 

13. Inspecting and evaluating the adequacy of facilities. 

14. Measuring work unit output. 

15. Applying policies and procedures. 

16. Formulating realistic work objectives and plans for the work group. 

17. Planning work priorities and scheduling. 

No 



IX (Continued) 

B. manmJennent of People. 

To do a more effective job of managing people I require greater skill and knowledge in the 
following functions: 

1. Getting individuals to participate in setting their own work goals. 

2. Encouraging and accepting new ideas from members of the work group. 

3. Developing co-operative relationships between "supervisors", ao•:::iv,~1a.1.~•::1, and 
subordinates in the work group unit. 

4. Planning of and participating in meetings to build co-operation and improve co-
ordination. 

5. Rewarding entire group performance when deserved. 

6. Building a group spirit and sense of belonging. 

7. Encouraging creative thinking and origination of new ideas. 

8. Encouraging individual subordinates to make decisions. 

9. Reviewing each individual's progress and problems in getting the job done effectively. 

10. Discussing training needs with individual employees. 

11. Seeing that employees are rewarded for jobs well done. 

12. Discussing career opportunities with employees. 

13. Helping individuals to adjust to new responsibilities. 

14. Showing each individual how effective performance of his job is required for 

efficient operation. 

15. Developing and maintaining effective discipline. 

16. Developing reserves and replacements. 

17. Administering wage and salary schedules according to policy. 

No 



nued) 

ps 

To do a more effective job of managing ideas and relationships, I require 

knowledge in the following functions: 

1. Keeping informed on the latest developments in the organization. 

2. Improving my own verbal communication skills. 

skill and 

3. Developing a program to improve relations between community agencies and my own unit. 

4. Making effective presentations to legislative and judicial groups. 

5. Knowing and working with key influential groups in the community which can influence 

and affect my unit. 

6. Making use of electronic data processing. 

9. Ensuring that my work unit is kept informed on progress and 

10. Improving my own written communication skills. 

11. 

do a more effective job of self-development, I require greater skill and knowledge 

in the functions: 

1. Developing a attitude toward the job. 

2. 

3. Developing my own technical knowledge and skills. 

7. 

8. 

9. 

Preparing ret>orts. 

process. 

~~··~~ ........ negotiation procedures with employee groups. 

10. Understanding my own job functions, responsibilities, and authority. 

Yes No 

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

Yes No 

---- ----



ART X 

The following is a list of activities which managers usually must in their roles as managers. Of these 

tasks, one may not like to perform them, but they may be important. Conversely, some activities may not be 

important, but one likes to do them. Consequently, we are asking you to rate each task four times, each time 
from a different perspective. 

ONCE YOU HAVE RATED AN ACTIVITY, DO NOT LOOK BACK TO SEE HOW YOU SCORED 

IT. WORK RAPIDLY AND PLEASE MARK AN ANSWER IN EACH SPACE. 

Please read each of the following items, and mark a 1, 2, 3, 4, or S in the space provided, depending on the 

value you attach to each of the following. 

I. HOW IMPORTANT WOULD YOU RATE EACH OF THE FOLLOWING ACTIVITIES FOR A 

MANAGER? 

Very Important 
l 3 

Developing cooperation among subordinates 

Developing initiative among subordinates 

Reprimanding subordinates for poor work 

4 

Persuading subordinates to perform their work well 

Giving work directions to subordinates 

Not Very Important 
5 

IL HOW WELL DO YOU PERSONALLY LIKE TO DO EACH OF THE FOLLOWING ACTIVITIES? 

Very Much 
1 3 

Developing cooperation among subordinates 

Developing initiative among subordinates 

Reprimanding subordinates for poor work 

Persuading subordinates to do their work well 

Giving work directions to subordinates 

4 
Dislike Very Much 

5 



X (Continued) 

Ill. HOW DIFFICULT WOULD YOU AS A MANAGER RATE EACH OF THE FOLLOWING ACTIVITIES? 

Very Di ffi cu It 
2 3 4 5 

Enter Score 

Developing cooperation among subordinates 

Developing initiative among subordinates 

Persuading subordinates to perform their work well 

Giving work directions to subordinates 

Reprimanding subordinates for poor work 

iV, W WOULD YOU EVALUATE EACH OF THE FOLLOWING ACTIVITIES IN TERMS OF THEIR 

VALLI A MANAGEMENT TOOL OR PRACTICE? 

rnctice 
1 3 

Developing cooperation among subordinates 

Developing initiative among subordinates 

Persuading subordinates to perform their work well 

Giving work directions to subordinates 

Reprimanding subordinates to perform their work well 

4 
Bad Practice 

5 



PART XI 

COMMENTS 
(Use bock of this sheet if necessary) 

1. What do you think needs to be accomplished in your overall organization to improve the management 

practices of your organizational unit? 

2. What do you think you need to accomplish to improve your own management practices? 

3. What do you think your superior needs to improve the .management practices of the overall organization? 

4. Of the problems identified in 1, 2, and 3, how many could be solved or minimized by training? 
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ST ATE OF MINNESOTA 

OFF.ICE OF THE ATTORNEY GENERAL 

ST. PAUL, MINNESOTA 5.5101 

DOUGLAS M. HEAD 
ATTORNEY GENERAL 

Mr. Howard Mold 
Associate Director 
Management Center 
St. Thomas College 
2115 Summit Avenue 
St. Paul, Minnesota 

Dear Mr. Mold: 

January 8, 1968 

As Carl V. Pearson, Executive Director of the Minnesota Peace 
Officers Training Board, and I discussed with you informally 
in December, the Board and the Attorney General's office are 
most interested in giving high priority to the early explora­
tion of the possibility of establishing a high quality police 
training academy in Minnesota at an early date. At the ini­
tial meeting of the Board, Attorney General Head stated that 
the early establishment of such an academy is a top goal of 
his office. A copy of his remarks to the Board is enclosed. 
Also, the Board, at its early meetings, has indicated that 
top priority should be given to such exploration. 

We wish to explore with you the possibility of your center 
conducting a feasibility study of a preliminary nature for 
use by the Board and the Attorney General's office in better 
determining the nature of the police training academy. Such 
a study should also form the basis for the in-depth planning 
which will be necessary in connection with achieving the goal 
of a police academy in Minnesota. 

In short, we wish you would especially explore and come up 
with the questions and considerations which must be taken into 
account as a part of an in-depth study which would undoubtedly 
require a planning grant, quite possibly utilizing soon-to-be­
available federal funds from the anticipated 1967 federal crime 
control legi~lation. In this connection we would hope that 
your study might bring us to a point where a planning grant 
application could be quickly compiled for early filing with 
federal authorities, foundations, or other possible sources for 
funding of a plannin~ grant. 



Mr Howard Mold 2 January 8 1968 

The widely recognized need for such a facility is predicated 
on the fact that police training in Minnesota has to date 
been spotty and fractionized, and, without exception, there 
have not been available sufficient funds in most of the agen~ 
cies undertaking training to develop the type of comprehensive 
program, including both basic and advanced and in-se ce 
type training,which the Attorney General has in mind It is 
a basis of the Attorney Jeneral's recommendation that the 
state has a responsibility to provide top level police train­
ing for state and local Law enforcement a~encies, and that 
the centralization of such training in one top quality insti 
tution would pro de the best possible traini through the 
development of a faculty representative of the best talent 
available, training methods, devices, materials, etc. It is 
also felt that there would be other bene ts from a centralized 
facility, such as a greater flexibility in programming and the 
ability to provide basic training courses on a uent schedule 
so that new recruits would have an opportunity for immediate 
training upon their employment by local law enforcement agen­
cies and during the period of their provisional employment. 

We would anticipate that your study mi include, among other 
hings, the collection anJ study of appropriate data from 

other states, much of whicL can be provided by Mr Pearson. 
It would also be necessary for you to have some contact with 

aw enforcement and education officials in Minnesota in con­
nection with the study. 

nly, the study would be involved primarily with pinpointing 
precisely the questions which should be e lored in the i­
cipated n-depth planning which would follow your study. The 

commendations would include a detailed plan for the in-depth 
st including the types of surveys which ht be req red 
in the planning process in connection with dete the 
numbe of persons who would utilize a s atewide cility once 
it is in operation, cost studies on construction and operation, 
et Other questions to be considered include such matters as 

the the state should consider, n addition to providing a 
''free school 11 as it now does, living and travel expenses for 
of cers attending the academy, or partial state reimbursement 

o lo al departments to cover salaries o trainees attendin~ 
he academy, or the cost of "covering" the offic r while he is 

in tendance at the academy. 

While we would hope that your study and the following in-depth 
planning process would come up with precise recommendations on 
tt1e nature of the academy, type of curriculum etc , we would 
anticipate that the academy would be providing on a regular 
basis a minimum basic ro6kie course of approximately 12 weeks 
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duration, as well as a fu-11. program of in-service training 
seminars in techniques and mechanics covering special sub-
,i ects of a wide range, intermediate command in police manage­
ment courses and other possible specialized training on such 
matters as civil disturbance control, implied consent, etc. 

Several other important matters should receive preliminary 
consideration in connection with your study. These include 
the feasibility of providing for the location of the full 
facilities of the State Crime Bureau, including the labora­
tory, at the location of the academy, whether the academy 
might form the nucleus for a "regional research institute", 
such as provided for in the House version of the federal 
legislation, whether a consulting service to law enforcement 
agencies might be developed in connection with the academy, 
and the relationship of a police academy to institutions of 
higher education which will be providing educational as op­
posed to training programs for persons in or anticipating a 
career in law enforcement. For example, the University of 
Minnesota and the Junior Colleges have already indicated that 
they will provide certain credits for police training towards 
their degree requirements for persons followin~ police science 
programs at their institutions. 

While our main concern is witl1 a preliminary feasibility study 
in connection with a police academy to proviae for the needs 
of the whole State of Minnesota, some consideration should be 
~iven to the possibility that such a facility might provide a 
training center for a larger region including parts or all of 
adjacent states. Conversely, some consideration should also 
be given to the possibility that, assuming the state would not 
support a facility of a statewide nature, what considerations 
would be involved in connection with a facility to provide for 
the police training needs of tne neven-county metropolitan area. 

At this time we would appreciate receiving from you an estimate 
as to the time, cost and possible timetable for a feasibility 
study conducted by your center. We would be interested, if 
possible, to h&ve such a stuuy comrleted no later than June 1, 
1968. In the event that the sccpt~ of the study as indicated 
in this letter appears too broac1, would you be good enough to 
please indicate the scope of ttH: study you would propose to 
undertake in this connectior1. 

Kindest regards. 

AS: j cl 
Enc. 

Ve~y truly ~Ptirs, 
/ .-

/ / .. · 
( ' ,· I'' / 

ARNE SC}lOELLEfi 
Assistant Attorney General 
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ST. PAUL, MINNESOTA 5'.5101 

MANAGEMENT CENTER January 10, 1968 

Mr. Arne Schoeller 
Assistant Attorney General 
Office of the Attorney General 
St. Paul, Minnesota 55101 

Dear Mr. Schoeller: 

In reply to your letter of January 8 please find enclosed a 
detailed outline in question form© This will pin point in a 
preliminary way the direction which a feasibility study could 
take .. 

The question list is not fully definitive because time did not 
permit.. It is, however, sufficiently complete to delimit the 
parameters for such a study@ 

No real effort was made at this time to do a literature search 
or to involve other competent personnel If we could answer all 
the questions in this audit list, the study would be pretty complete. 

I would visualize a feasibility study to require the following steps. 

1. CoJ1l>lete the audit list of questions. 
2 Conduct the necessary studies and surveys .. 
3., Plan the academy@ 
4. Secure approvals@ 
5® Re-plan the academy© 

I would visualize the following studies and surveys. 

1.. Survey of manpower development needs of all law enforcement 
agencies in state. 

2., Survey of individual training needs of all law enforcement 
officers in state., 

3 Study of curriculums of all existing training programs for 
law enforcement personnel., 

4e Study of programs of selected successful academys of law 
enforcement in the United States .. 

5. Analysis of literature in law enforcement training. 

6. Study of political-socio-economic environment in the state 
as it would offset the academy. 
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In your letter you indicate thP. desirability of completing such 
a feasibility study by June 1, 1968.. This would be possible if 
you were to begin within the next thirty days. 

I would estimate the study would take at least four months, to 
include swnmary and printing of the report.. Even so, it would 
require accelerated effort and complete cooperation of everyone 
who would be involvedo 

As of this moment my best estimate of the cost of the feasibility 
study would be $5~800 plus $1,200 for travel expenses. These 
costs would provide for the study, travel, consultants, COIT{Juter 
time, secretarial support, and printing 100 copies of the study. 

I believe that the study results would apply to the whole state, 
the Metro area, or a region.. The difference in the type of academy 
would be largely one of size not quality or curriculum or objectives .. 
The study could be modified relatively easily by changing the numbers .. 
The budget for different types of academys would be substantially 
different in size but not in its structure .. 

I trust that this do2ument will provide the basis on which a more 
complete proposal can be based. 

Thank you for the opportunity of having worked with you on this 
project and please be assured that this institution would look 
forward to continuing with it.. We can think of nothing more 
important to the future of this nation than effective law enforce­
ment and we would like to be in the mainstream of effort with you .. 

s;n,s;ierely' 

/p~ /}. /l L-J?htJ~ 
· Howard~ / 

Associate Director 

HPM:ymp 
enc .. 
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III PHYSICAL LOCATION 

1. Shall the academy be located on a neutral site in order to 
develop its own identity? 

2. Shall the academy be locatP.d near an existing educational institution? 

3.. Shall the academy be located near a transportation center 
(example Fort Snelling)? 

4.. What shall the criteria be for the physic site? 

IV PHYSICAL FACILITIES 

l. Shall the academy build or lease ities? 

2.. Shall the facilities include dormatories? 

3. Shall the facilities include laboratories, ranges, gyrrmasiwns, 
as well as classrooms, library, etc .. ? 

4.. Shall the concept be that of a fully integrated nbrain tankn 
for a long term effort in the total area of law enforcement 
and criminal justice to enable a attack on all problems 
of Public Safety? If so, the facil must reflect this--
in at le as t, the planning and conceptual phase .. 

4. Shall the facilities provide for research, laboratories for 
operational use@ CommW1ications Center, Computer Center, and 
Radio facilities? 

v 
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b) State 
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d) Non-state 
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g) 0 
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4 .. law 



VI 

curriculum 

a) Recruits 
b) Exper ice officers .. 
o) Detectives and stigators .. 
d) Intermediate command officers .. 
e) Senior command officers 
f) is ts 

3 .. 

4" What 

5 .. 
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7" Will be 

Councilmen'" 
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VII 
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VIII 

1. What will be the budget for the first five years of operation? 

2 .. What w 
building 

, acquisitions, 
years? 

3.. What will the tuition policy for: 

a) 
b) 

Minnesota 
Non-resident 

ice officers .. 
ice officers e 

4. What will be the salary and expense reimbursement policy 
for students? 

5. What will be the policy of the academy in solicitation of 
funding from public, private and foundation sources for 
scholarships, capital requirements, and operational needs? 

IX LIBRARY RESOURCES 

1. Will the academy maintain a circulating library of books, films, 
and related items to assist training programs? 

2. Will the academy provide free take away books? 

3. Will the academy provide a permanent library and archives 
on enforcement for research and development of new and 
innovative techniques? 

4.. Will the academy become a repository for periodicals and 
musuem type materials? 

S.. Will 
law 

x 

L 

2.. Will the 

publish document lists and a journal in 

staff consultation in all phases of 
agencies? 

consultation to the Police Board? 

3.. Will the academy a police placement service to local 
agenc to assist in staffing agencies? 

4.. consultation service in p ing, 
programs, computer technology, and 

5. Will the academy do research into areas of law enforcement 
ing 



er reporting? 
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APPENDIX 4-1 

CURRICULUM OF ST. PAUL POLICE 

DEPARTMENT POLICE TRAINING FOR RECRUITS 1967-1968 



BUREAU OF POLICE 

St. Paul, Minnesota 

POLICE TRAINING 

October 20, 1967 

Our curriculum is flexible with continually different approaches to recruit 

training. We utilize all conventional teaching aids, mechanical, visual and electronic. 

Recruit training is held in rented quarters at the St. Paul Armory where exceptional 

classroom and physical training facilities are available. 

The permanent training staff consists of four officers who are responsible 

for recruiting, recruit and in-service training. The staff is supplemented by instructors 

drawn from the Patrol, Detective and Staff & Inspection Divisions. The instructors are 

carefully selected, submit lesson plans, and are subjected to careful review. Their 

training responsibilities are expanded if their classroom performance is superior, or 

dropped after the initial lecture if inadequate. By this means we try to develop a corps 

of Bureau instructors. However, we do hire instructors with special qualifications. For 

example, law courses are taught by a lawyer with extensive experience as a prosecutor 

and teacher. 

Essentially, recruit training covers material hereinafter outlined. The time 

allocations may vary as experience and enforcement problems dictate. 

########### 

CRIMINAL LAW 

Review of federal and state constitutions, judicial system, criminal code and 

city ordinances. Handout materi~ls and texts supplement lectures. Daily quizzes on 

material covered in previous lectures. A moot trial with a district court judge, prose­

cutor and defense attorney is held to try a mock crime which students investigate and 

give testimony. 

64 HOURS 
14 - 1 



COMMUNICATIONS 

Bureau communications involving radio, reporting, forms, work flow and 

distribution, output from data processing in reports, surveys and administrative 

data are explained. Emphasis on accuracy, completeness, and clarity of report 

content. 

32 HOURS 

TRAFFIC 

History and philosophy of traffic enforcement, accident causes and investiga­

tion. Traffic flow and direction explained. Text, handouts, quizzes. Field problems 

simulated and investigated for student practice. Intersection and point control field 

practice. 

46 HOURS 

DEFENSIVE TACTICS 

Physical conditioning, defense against attacks, use of baton, restraining holds, 

use of handcuffs, mechanics of arrest, vehicle stops. 

36 HOURS 

FIREARMS 

Moral and legal responsibilities, fixed and combat shooting, emphasis on cover, 

and interests of innocent people. All Bureau weapons are studied, dangers, range and 

limitations shown. About 750 rounds are fired by each student. 

30 HOURS 

FIRST AID 

Requirements for advanced card fulfilled. Course includes emergency 0. 

use injury simulation kit, resusit-Annie, and lectures by surgeon-in-charge of hos -

pital emergency room. 

31 HOURS 

14 - 2 



HUMAN RELATIONS 

Lectures and training material stressing diverse vie\Vpoints. The theme of 

scrur. lbus fairness, restraint and attitude stressed in every phase of training. 

4 HOURS 

JUVENILE PROCEDURES 

Laws and procedures relating to juveniles, the Juvenile Court, referral 

agencies. 

8 HOURS 

BUREAU PROCEDURES 

Procedures relating to incidents in which Patrol Division makes preliminary 

investigation, ranging from homicide to lost children. Students are acquainted with 

typical problems, solutions, forms to be used, notifications, etc. 

44 HOURS 

HISTORY OF LAW ENFORCEMENT 

Historical tradition and development of law enforcement. Emphasis on certain 

stereotyped public attitudes toward law and law enforcement that persist in modern times, 

2 HOURS 

PHILOSOPHY OF LAW ENFORCEMENT 

Designed to illustrate the purpose of the police. The practical and realistic 

goals and objectives. Law and morality, law and justice. Are they the same thing? 

2 HOURS 

MAINTENANCE OF EQUIPMENT 

Methods by which Bureau maintains and purchases equipment. The officers' 

responsibility in protecting his equipment, the dangers that may result from defective 

equipment. 

6 HOURS 

14 3 



SELECTIVE E 

Theory and concepts. Development of data by EDP, identification of problems, 

deployment on basis of prediction, Bureau organization as development of selective 

enforcement concept. 

5 HOURS 

ELEMENTS OF PATROL 

Techniques of motor and foot patrol, analysis of patrol area problems, attention 

to observation and solution of patrol problems. 

10 HOURS 

CIVIL DISTURBANCES 

Lectures and field demonstrations of chemical ...... "" ... ,,, .... ,,.._,, tactics and procedures 

required to suppress or contain civil disturbances. Situations where barricaded and 

armed criminals are encountered are also included in this 

10 HOURS 

MENTAL PATIENTS 

Handling disturbed patients, emphasis on legal and humanitarian precepts involved 

rather than , referral and legal vJ..l.J.v\-4.J.\...•.:::> available. 

4 HOURS 

Crime scenes with role playing involving burglary, robbery, homicide, and rape. 

Locale in stores and residential areas for realism. After each incident a critique is held 

to reinforce knowledge gained or to illustrate errors. 

20 HOURS 

TOURS 

Hospitals, morgue and correction institutions visited by students to improve 

over-all knowledge of responsibilities. 
8 HOURS 

14 - 4 



INVESTIGATIVE TECHNlQUES 

Record sources, plants and surveillances, interviewing techniques, developnient 

and handling of confidential ir ~ormants. 

10 HOURS 

PHYSICAL EVIDENCE 

Members of police laboratory lecture and demonstrate the identification, pro­

tection and transportation of physical evidence. Evidence identification by chemical 

and instrumentation is demonstrated. 

18 HOURS 

PATROL TOURS 

Three eight-hour patrol tours on weekends with members of the regular patrol 

division to acquaint them with field problems and to relate their classroom training to 

field situations. 
24 HOURS 

ORGANIZATION OF CITY GOVERNMENT 

Structure and function of governmental agencies. 

1 HOUR 

ORIENTATION 

Introduction to training process. Familiarization with training environment, 

rules and regulations of training program, uniform fitting. 

4 HOURS 

PHILOSOPHY OF LAW ENFORCEMENT 

Role of Police in society, goals and objectives of police in regulation of society. 

2 HOURS 

CI VIL DEFENSE 

Role of police and ancillary personnel in disasters and large scale emergencies. 

2 HOURS 

14 - 5 



AUTO THEFT 

Techniques of auto thieves, history of problem, report forms, recovery of 

vehicles, investigative techniques. 

5 HOURS 

INVESTIGATIVE TECHNIQUES 

Basic means of conducting investigations with special attention to interviewing 

techniques and records sources that may be consulted for the development of information. 

14 HOURS 

FUNCTIONS OF LAW ENFORCEMENT AGENCIES 

Explanation of duties and jurisdiction of certain Federal, State and local law 

enforcement agencies. 

2 HOURS 

Demonstrations of booking procedures, DWI examinations, tracing work flow 

patterns, review of report forms, visits to courts, probation offices, etc. 

40 HOURS 

14 - 6 
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SQUAD 

PATROL 

1 on ?':int 

1600-240~ 



0745 

0800 

0900 

1000 

1130 

1230 

400 

1500 

1600 

1700 

F POLI E 
MINNESOTA 

TRAINING UNIT CLASSROOM SCHEDULE 

MONDAY 

INSPECT ION 

? 

LAW 

RAIDS 

LT.McCuTCHEO 

F1REARMS AS 

Ev10ENCE 

CRIM .ALFUL TIS 

CRITIQUE 

N1GHT CRIME 

HoM 1c10E 

DITTO 

DITTO 

DITTO 

INSPECTION INSPECTION 

LAW LAW 

CRITIQUE; TRAFFIC 

LYZER 

LUN H 

F RA.UD & F ORG 

ERV 

IDT 

CoNFERENCE 

AND 

TESTING 

N1GHT Acc. 

Sc ENE 

DITTO 

DITTO 

DITTO 

THURSDAY 

INSPECTION 

LAW 

CRITIQUE 

ERGENCY 

HosP. 

DR. VANTYN 

1 ....... , WEEK 

FRIDAY 

INSPECTION 

27 

FOR INTER 

JA.N. 1 CARNIVAL 



BUREAU OF OLI E 
MINNESOTA 

TRAINING UNIT CLASSROOM 

MONDAY TUESDAY THURSDAY 

0745 INSPECTION INSPECTION INSPECT ION INSPECTION 

0800 30 31 l 

0900 

AuTo THEFT 

1000 

TRAFFIC TRAFFIC 

11 

LUNCH 

l 

NtGHT BLDG. N1GHT CRIME MooT 

SEARCH ScENE TRIAL 

Ros BERY 
CouRT HousE 

DITTO HuMAN RELA- DITTO DITTO 

TIONS 

BARRETTE 
1500 

DITTO DITTO 

1600 

DITTO DITTO 

1700 

FRIDAY 

INSPECT I 

2 

W1NTER 

l CARNIVAL 
NIGHT 
PARADE 



0745 

0800 

0900 

1000 

1130 

1230 

1400 

1500 

1600 

1700 

BUREAU OF POLICE 
ST 0 PAUL, MINNESOTA 

TRAINING UNIT - CLASSROOM SCHEDULE 

WEEK BEGINNING FEB. 5, l968 

MONDAY TUESDAY WEDNESDAY THURSDAY 

INSPECTION INSPECTION INSPECTION INSPECTION 
5 6 7 8 

LAW LAW LAW LAW 

TEAR GAS LAW LAW R10T CoNTROL 

SGT.McDONALD 

DITTO TRAFFIC TRAFFIC DITTO 

LUNCH 

CAR STOP PHYS. TRG. CAR STOP DITTO 

ANO ANO 

MEcHAN 1 cs OF CoNF'ERENCE MECHANICS OF DITTO 

ARREST ARREST 

AND 

DITTO TESTING DITTO 

(NIGHT) 

DITTO DITTO DITTO 

WEEK 

FRIDAY 

INSPECTION 
9 

GRADUATION 

(NIGHT) 

~ 

'' 

I 

I 

\ / 



APPENDIX 4-2 

CURRICULUM OF MINNEAPOLIS POLICE DEPARTMENT 

TRAINING FOR RECRUITS - 1967 







Deputy 
Director 

OCT.. 'j 8:30 
9:20 10:20 11:20 

11 
12: 

Oct .. 
Mon .. MINNESOTA MENTAL HEALTH 

9 

.. 
Tues .. 
10 

Oct. 
Wed. 

11 

13 

Functions of the BCA & 
Other State Agencies 

Ken Christian, 

Narcotics and Drug 
Investigations 
Film, "Narcotics­
The Decisfon!i'.11 

Det .. George Bendt, MPD 

Police and Public Service 

the Secret 

Functions of the Police­
women of Mpls© Police Dept .. 

LiaBratten, MPD 

Psychology of Juvenile 
Development 

Edward Farrell 
Chief of Police-Burnsville 

E .. Metropolitan Area 
& Safety Council 

Forst Lowry-Executive Dir .. 
Robert Provost-Ins. Indust .. 

Basic Procedures in 
Investigation 

, MPD 

1 -
2:20 

2 
,3:20 

Length of Session 
12 Weeks, Sept .. ® 15 

,-. -~---~ 

3:30 
4:20 6:00 

MINNESOTA MENTAL HEALTH 

Proper Operation of Dictaphone 
Reporting 

Training Staff 

Reports of 
Trips 

Training Staff 

Causes & Effects 
Police Behavior 

Harry 
FBI 

Defensive 

Defensive 
):30 to 





POLICE fiV.M..LJJ.:4•.u.. 

BASIC POLI'--_, SCIENCE '"'""'"' .............. 

Deputy Inspector Carl 

OCT .. 

Octjjp 
Mon .. 
23 ) 

Oct. 
Tues. 
24 

Octe 
Weds .. 
25 

Oct. 
Thurs. 
26 

Oct® 
Fri 
27 

8:30 
9:20 

9:30 
10:20 

10:30 
11:20 

11:30 
12:30 

Report Writing 

Review of Reports 

Relationships between 
Federal and Local Iaw 
Enforcement Agencies 

Training Staff S/A Harry Berglund, FBI 

GROUP I 
Field Trip of Lino-lakes Diagnostic Center 
Mr. Warren Johnson 

GROUP II 
Tour of Facilities at City Hall 
Training Staff 

Minnesota Department of Highwa::s 
Drivers Licenses, Accident Records, and Proper 
Filling Out of the Accident Report 

Mr. G. A. Hatfield and Staff 

GROUP I 
Homicide Investigation & Practical Crime Scene Demostra~ 
Mr. Charles Reiter, BCA 

GROUP II 
Field Trip to Municipal Court 
Training Sta.ff 

GROUP II 
Homicide Investigation & Practical Crime Scene Demo. 
Mre Charles Reiter, 

GROUP I 
Field Trip to Municipal 
Trainin~ Staff 

1:30 
2:20 

Length of Session~ 
12 Weeks 

MINNESOTA MENTAL HEALTH 

I 
Field Trip of Lino-Lakes Diagnostic Center 
Mr. Warren Johnson 

GROUP II 
Tour of Facilities at City Hall 
Training Staff 

Rules of Evidence 

Def 0 

Tact 
4:30. 
5:30 

Tom Bamberry 
Assistant Hennepin 
County Attorney 

Defensive Tatics 
3~30 to 5:30 

Foot and Motor Patrol 
Fihn 

S/A Tony Shay, FBI 

COMMUNITY 

Def\') 
Tact1 



'E ACADEMY 
POLICE SL..1..t:NCE f"rnn-it'."' 

Pearson 
Director of Training 

t 
n® 

t .. 
es o 

vfil! 

v .. 
urs 

'fl '1> 

L 

9:20 10:20 11:20 12: 

Group 

Group 
Group 
Group 

Police and Public Relations 

Sgt .. William Hodapp 
Minnesota Highway Patrol 

Fingerprints and Latent Impressions 

S/A Frank Grady, FBI 
Frayne Johnson, !dent .. Officer, MPD 

Minnesota Mental Health 
I - Detention Center, 8:30 a .. m .. -10:30 a.m .. 

II - Henn. Co .. General Hospital, 8:JO a0m.-lO:JO 
I - Henn. Cos General Hospital, 10:30 a .. m.-12:30 p. 
II - Detention Center, lO:JO a .. m .. -12:30 p.m .. 

Organization of the Juvenile Division and the Handling 

of the Juvenile Off ender 

<ill Cronin, MPD 

AND DISCUSSION 

of Session: 
12 Weeks, Sept 25-Dec® 15 

2:20 
2 :_ 
3:20 

Sex-Homicide Investigations 

Edward Larson 
Detective Supervisor~ MPD 

Practical Demonstration of 
Fingerprinting Technique 

S/A Frank Grady, FBI 

3:30 
4:20 

Defensive Tactics 
J:JO to 5:30 

4 
6:00 

Frayne Johnson, Ident. Officer, MPD 

Def. 
Tact 
5-6 

CITY ORDINANCES 
Def® 

Milt Gers hi n 
Assistant City Attorney 

Shoplifting Investigatio 

Mr .. Glen Dornfeldt 
Dayton's Protection 

Common Court Room 
Mistakes 

Mr'1> Gerry 
Attorney at 



_.....,_.. -- -·--

6 
Elmer 

II 

and 

8 Joe Rusinko 

Sex 

9 

2 
2 

FBI 

of 

of 

of.,_,,_..,,..., .... '" .. .,. ..... 

_ of 
12 Weeks 

Center 



Minnesota 

Tues Minnesota 

t.:illard B .. 
of 

Nov. 

of Arrest 

of 

in 
Cases 

MPD 

Search and 

George Burton, 

Rights 

Tact® 
ASAC , FBI 

~\..;.Ll..V.11.....a,. FBI 

' __ ,.,,..,_,....---,,_,,,_, 'l"IJU,_~"'.".'T..:- 3Pii t:=:JWP"'b-- '*c"'.·b&;;!r,,n~ 



.. 
21 

22 

Nov. 

2 
~20 

Shay, FBI 

0 """(~ ,,,,;:.I,,) 

Health 

......... ,.~ .... ,.....-r.,, .L-""o;;;.u.•~..s.. Heal th 

FBI 

How tc. Work 
"Youth 

Ray MPD 



NOV 

Nov. 

Tues .. 

1 

FIRST 

FIRST 

FIRST AID 

11:20 
ll 
12:30 

1 
2:20 

S/A Berglund, FBI 

of 
12 Weeks, 

3:30 
4 

Minnesota 

Collection & Preservation of Evidence 
Lecture 

DeWolfe, 

Group I - Crime Search and Report 

S/A Mark FBI 

II - of HQ J.\IJ.J....JLl.;Cl..J...L 

Sgt. Wolfe, 

- Crime Search 

Mark , 

I -

Sgt .. MPD 

Ste 

Tact .. 



DEC0 

Dec .. 
Mone 
4 

Dec .. 
Tues 
5 

Dec .. 
Wed. 
6 

7 

Dec 

MINlIBA.POLIS 
BASIC POLIC1 SCIENCE 

11:20 

FIRST 

Community Services and 
Referral Agencies 

Safe Driving Instructions 

Marge Carpenter 
and staff 

Sgt. William Noble, MPD 

COMMUNITY RELATIONS 

Drivers License Testing 

8 a .. m .. - 43rd St .. & 

Sgt .. William Noble, MPD 

Legal 

0. .... d.A ......... l.f:,. Staff 

Ted 
Assistant Henn. 

@ 

Length of Session: 
12 Weeks, Sept. 25-Dec • 

3:30 4 1 -
2:20 

2:30 
3:20 4:20 6:00 

Minnesota Mental Health 

Minnesota Mental Health 

Wrap Up 

Arrest Procedures 

William Effertz., FBI 

City Traffic 

Juvenile 

Functions of School Liason 

Lt .. MPD and 

Defensive Tactics 
3:30 to 5:30 

Def~ 
Tact0 
5-6 

Def111 
Tac:t .. 
5-6 



MINNEAPOLir 'JLICE .nvcu.v ...... -u 

BASIC POLIC~ SCIENCE COURSE 

Deputy Inspector Length of Session: 
Director of 12 Weeks, Sept .. 25-Dec .. 

DEC,. 

Dec .. 
Mon., 
11 

Dec .. 
Tues 
12 

8:30 
9:20 

9 
10:20 

Emergency Birth Delivery 
Procedures 

Film 
Miss Gertrude James 
American Red Cross 

10 
11:2C 12:30 

Business Fraud and Theft 
Statutes 

Co., Attorne 

Group II Bryant Station Group I 
Personnel Evaluation Personnel Evaluation 
Introd. to Coaching Introe to Coaching 

-----=--~ 

~-TFaining Staff 

Dec,. 
Wed,. 
13 

~ Dece ~ 
Thurs~ 

Dec., 

1 

J 

Preparation Court Case and Court Room Demeanor 

Training Staff 

MOOT COURT 
Presiding Judge - Chester 

Prosecuting Attorney - Gershin 

Defense Attorney - Gerald Singer 

1:30 
2:20 

2 -
3:20 

3:30 

Function of the Breathalyzer Functions of the 
Chemist 

Don Neuenfeldt, MPD Mrs. Dawn Knight 
City Chemist 

Review of Report Writing 

Capt" Roland Waller, MPD 

Department Rules, Procedures, and Policy 

Training Division Staff 

MOOT COURT 
of High School Students invited by Judge 

4 
6:00 

Defensive 
"Tactics 
4-5:30 



APPENDIX 4-3 

eURRICULUM OF SUBURBAN (HENNEPIN) POLICE ACADEMY 

BASIC POLICE SCIENCE COURSE - 1968 



I 

SPONSORED BY 

HENNEPIN COUNTY CHIEFS ASS CIATI N 

IC L/ 

u 
I NC C UR 

DIRECTORS : JAMES BREKKEN 

FLOYD ROMAN 

14-18 



I. INTRODUCTION 

II 

IIL 

SCOPE: To introduce the student-officer to the routine of 
school and to prepare him for the new and different 
of work he is undertaking. 

HOURS 

1 

3 

2 

3 

bU ECT TOTAL HOURS 9 

Academy procedures and school routineo 

Orientation - "thumbnail sketch", mental ability test, etc. 
Lecture, Introduction to Police Service - modern police 
philosophy. 

Note taking and study habits. 

Code of Ethics 

SCOPE: To acquaint the officer with the proper first aid techniques 
as approved by the American Red Cross, and to develop the 
practical skills needed to cope with First Aid needs at 
accident scenes and home medical emergencies. 

HOURS l TITTAL HOURS 25 

21 

2 

Standard and Advanced First Aid Course, including training 
films·; 

Emergency Childbirth Procedures. 

SCOPE: To provide the officer with an understanding of the operation of 
corrrrnon police weapons, and to develop basic skills in their use. 

HOURS TOTAL HOURS 

3 Classroom lecture and discussion 

5 Range practice 

14-19 

8 

L 



IV. MECHANICS OF POLICE WORK 

SCOPE: To introduce the new officer to the many techniques and 
procedures used by the modern law enforcement agencies; 

HOURS 

2 

2 

3 

1 

15 

4 

2 

2 

7 

3 

2 

2 

4 

2 

2 

2 

1 

to identify the several state and federal agencies which may 
assist the local officer, and to point out what assistance and 
services these agencies perform; to provide background infonnation 
concerning some of the more technical aspects of law enforcement. 

SUBJECT 

Basic fire control principals and arson 

Procedures and techniques 

Fingerprinting 

Police Organization and Direction 

TOTAL ffiURS 56 

Functions, duties & services of other agencies: 

A. F.B.I. 
B. B.C.A. 

Report writing 

Police records C. Public Defender 

Use of equipment & police connnunications 

Oral connnunications & problem solving 

Mental health problems 

Shoplifting offenses 

Safe Burglaries 

Civil Disturbances 

Civil Defense & disaster activities 

Electrical safety 

Narcotics 

Recognizing stolen vehicles 

14-20 

D. Alcohol & Tobacco 
Tax 

E. Secret Service 
F. D/L Bureau 
G. Accident Records 
H. Medical Exam 
I. YCC 
J. Immigration 
K. Safety Org. 
L. Sheriff 
M. B.C.A. Lab 

2. 



v. 

VI. 

L 

SCOPE: To develop an 
tactics the 
basic skills 
tance good phys 

the importance of ""''-'·L'-'""J..L 

activities, to develop 
emphasize irnpor-

T TOTAL HOURS 7 

Use of equipment and defensive tactics 

SCOPE: To develop an appreciation of the importance and purposes 
of general patrol, and to develop an understanding of 
certain methods and techniques used in patrol 

TOTAL HOURS 2 

1 What is why important 

1 Patrol methods and techniques 

SCOPE To develop an appreciation of importance of police public 
relations and to show various methods in police public 
information to develop an understanding of the in-
dividual in overall public relations of his 

TOf AL HOURS 12 

1 What it and important 

1 Public in traffic law enforcement 

1 Public relations and the news agencies 

4 Community 

1 Film 

2 Government and administration 

2 Discretion service 

14-21 
3. 



j 

VIII. LAW FOR POLICE 

SCOPE: To acquaint the recruit officer with the statutes and 
ordinances which are enforced by the police, and to 
interpret these laws in tenns of the elements of the 
crimes. 

HOURS SUBJECT TOTAL HOURS 

1 Background for Law 

1 Constitution & due process 

4 State Laws 

1 Civil Rights Legislation 

4 Elements of the Crime 

IX. COURTS & THE OFFICER IN COURT 

SCOPE: To develop an understanding of the functioning of our 
judicial system and the part the officer plays in the 
prosecution of a case. 

11 

HOURS SUBJECT TOTAL HOURS 5 

2 

2 

1 

Court organization & procedures (JP, Municipal, District) 

Courts ~· the Judge's view of the officer in court 

The function of the prosecutor 

X. CRIME PREVENTION FUNCTIONS & JlWENILE COURTS 

SCOPE: To develop an appreciation of the importance and functions 
of crime prevention activities, including the operation of 
the Juvenile Court. 

HOURS SUBJECT TOTAL HOURS 4 

1 

2 

1 

Laws relating to juveniles 

Police actions towards juveniles involved in crimes 

Juvenile Court - Organization and operation 

4. 
14-22 



XI. 

XII. 

II. 

SCOPE: To develop an appreciation the importance 
enforcement against driving under the influence 
violations; to acquaint the officer with the 
relationship of the of alcohol and the 
person's driving abilities; to demonstrate the 
procedures used in chemical tests for intoxicationQ 

HOURS TOTAL HOURS 3 

1 Importance how used 

2 Demonstration controlled tests 

SCOPE To provide the officer with an appreciation of the 
importance ....,...,,., ... ....,.c;,,..,. handling of arrests, 
searches, and , and to interpret legislation 
covering subjects into positive guides to action 

the 

TOTAL HOURS 8 

4 

1 

State 
seizure 

Procedures 

and court decisions regarding arrest, search & 

techniques 

3 Role playing and field practice 

SCOPE: To acquaint 
and their 
develop 
collection, 
evidence in 

3 

2 

2 New 

the judicial rules of evidence 
in his police activities; to 

to action for the officer in the 
preservation, and presentation of 
with these rules and the many and 

court decisions. 

TOTAL HOURS 7 

of evidence & their importance 

the officer in the prosecution of 

Court rulings 

5. 



XI. 

xv. 

To acquaint transportation 
system and problems involved; i e., congestion, 
accidents, highway construction, driver 
behavior, and licensing. 

To identify 
problems of 
To develop certain 
his duties as a 

solving the 
movement. 

to perform 

HOURS I SUBJECT TOTAL HOURS 46 

2 

9 

2 

3 

23 

1 

2 

1 

3 

SCOPE: 

HOURS 

2 

8 

Introduction and importance of traffic supervision, 
discussion of highway transportation system, and 
introduction to traffic patrol 

law its interpretation and application, 
elements the ,-..+·+-a'l'ic 

Traffic 
and arrest 

Citation writing 

procedures, techniques; and apprehension 

Accident Investigation - (procedures, techniques, reporting; 
including role playing and field practice) 

Importance of adequate traffic records; and selective en-
forcement ~ what it is how is used 

Point and intersection control 

Traffic 

Pursuit Driving 

sess in which 
problem situations 

patrolman. 

TOTAL HOURS 10 

Domestic citizens complaints 

14-24 6. 



XVL 

SCOPE: To develop importance of the 

1 

1 

1 

unifonned investigation of a 
, to certain basic 

procedures value both for larger 
departments follow-up investigations will be done by 
a detective and of value to tbe smaller departments 
who, because of manpower limitations, do not have special­
ized investigators. 

TOTAL HOURS 4 

Securing crime scene 

1 Descriptions of persons and vehicles 

SCOPE: evaluate the students comprehension the material 
presented; equally as important, to evaluate the 
quantity and quality of the presentation of the instructors. 

TOTAL OOURS 12 

6 

6 of tests 

XVIII. DISCUSSION 

Time devoted to discuss of special interest by the 
class and members of the Ac11at:mIY 

TOTAL HOURS 6 

7. 



APPENDIX 4-4 

CURRICULUM OF MINNESOTA STATE HIGHWAY PATROL 

OFFICER CANDIDATE SCHOOL - 1967 



4 



4 



2 



t-f. 

CANDIDA1.rE TRAINING SCHOOL CURRICULUM 
O.F HOURS 

l 

l l 

1 

1 l 

2 









APRIL ~ 1968 

Off 



Week 

2100 

Traffic La'll!f 

Accident 

Mr .. Kt> Smith 

I 
! Lunch 
i 

Accident 

Accident 

Off lenz 

Public 

OFFICER CANDIDATE SCHOOL 

CLASS!1J){t\1 SQIEDULE 

Traf fie law 

THURSDAY 

. 
ah am 

(Simulated 
Accident) 

Off Drown 

Vehicle 
Recognitio 

Rules of 
Evidence 

Week 

Capto 



week: Monday 

0830 

1040 

Lunch 

First Aid 

Off Drown 

.. HNNhSOTA HIGHWAY PA1':kOL 

0FFICER CANDIDATE SCHOOL 

CLASS!VX'M SCHEDULE 

First Aid 

Off Drown 

'rHURSDAY 

First Aid 

Off .. Drown 

Vehicle 
Recognition 

Off Lenz 

Traffic Law Accident 
Investigation 

t Rinta t .Kittrid 

Physical 

Study Study 

li'RIDAY 

Laws of 
Arrest 

Registration 
and 

t .Crawfm 

Study 

of 
Arrest 





MINNESOI'A HIGHWAY PiH'ROL 

] OFFICER CANDIDATE SCHOOL 

CLASS!V1C'M SCHE!JULE 

·week 'bcglnn.i.ng Monday MAY 6, 1968 8 Week 

,,~, ______ ........ ____________ ...,_ __________ -r-------...---..-------------t"-------~-~·---_,..---~-------
" ___ ._...._ M~~~-A :__--11o.--T_II_E_·s_n_A_Y __ ......,._WE_D_N_.ES_n_A_Y_....__'rH_u_R_s_o_A_Y_....-r_FR_r_n_A_Y_.J SA'rURDAY 

0?40 
0830 

Electronic 
Speed 

Detectior:. 

Wea porn 
~cc~ and Selective 
Inv. Range Enforcement 
~apt.. Off,,. 

DWI and 
Chem Tests 

Registration 
Vehicle and 

Recognitiott Reciprocity 

Sgt. Rinta Kitt~ Abrahan Maj~Johnson Sgt Riola 
·-~~--40 -~·-~-...,----... ~~-..-----~~ 

0930 I 

Off' 9 Lenz Capt oCrawforc 

W \I · L \1/ ' ' ~~-----···~~--....-..--~~.....__.._~ __ ..._ ..... a-.-_...__, __ ......... ~ . ......ll..-----t~--..._,.__,,"-f_,.--'._ __ =:-=. 

094o 
1030 

D/L 
Procedures ' 

Chauffeurs 
License 

Registration 
Safety and 

Responsibilit , Reciprocity 
Approach to 
Motorist 

Capt.Iueck Capt.Lueck Capt.Crawforc Sgt. Foley ~ .. _______ ,...,..._ ______ .._.. __ .......,.__...__...., __ ......_ __ ,,__ ........ ......_ ____ ........... ...._ __________ .....,. ____ ....,.. ______ ,._.......,......., ____ _ ,J .. Mittelctad ~ 

J040 I 
_____ '""_D_ ... _B_e_s_a_w __ ..-.11.---'d'i--...i.£...~'-.J-.J~---·-\ ... ' __ _..... ___ \.,li ___ ..... l..._ ... __ ,.,1_, ... ~--• .... .,._,_......_,iJ.,... __ J 

D/L 

114o 

1 

1.34o 
1430 

Lunch .... H 

Accident Laws of 
rnvestigation Arrest 

~apt .. Kittrid.lil:E S~t Foley 

Laws of Search and 
Arrest Seizure 

Sg • Foley Sgt$ Foley 

Rules of 
Evidence 

Sgt. Foley 

I 
___ ,."""""" __ \........,' ----·-·---\,.._.' __ __,_._......:i\s.../---·--+--·-'·'----·--+----\,.1 ____ ,._ _____ _ 

1540 
1630 

Physical 
Training 

Physical 
Training 

Physical 
Training 

Physical 
'!'raining 

Physical 
Training 

1800 Dinner - - - - - - ~ - - - - - - - - - - - - - - - - ____ .... __ ~ ·- _ _ _ -· 

Study Study Study Study Study 



0?4o 

o84o 

Monday 

MONDAY 

laws of 
Arrest 

MAY 

Cont and 
Common 
Carriers an 

Petroleum Ta 

0FFICER CANDIDATE SCHOOL 

1968 

D/L 
F'ir1ancial 

Sa 
Education 

SOfB!JULE 

THURSDAY 

Judge 

1,' H,, Owe 

Juvenile 
Relations 

FRIDAY 

and 

Off .. Abraham 

Accident 
Investigatio 

~~lectronic 

t Rinta 

Week 

SATURDAY 

Police 

to 



l 

l 

' 

I· 
3 

• 

MlNNESOTA HIGHWAY PA'l'ROL 

1968 0FFICER CANDIDATE SCHOOL 

CLASS~'1CM SCliWULE 

HAY 20, 1968 Week beginning Monday 
----------------------

MONDAY TUESDAY WEDNESDAY THURSDAY 

0740 Traffic 
1riraff. App.tc Acc. App. tc Acc. App .. to 

0830 Direction 
)irec. Motor. Inv. Motor. Inv. Motor. 

Off o Sgt.. Capt. Sgt. Capt. Sgt. 
Off .Helgeson felJ"eso Fole, Kitt. Foley Kitt. Fo .. ey 

0840 
0930 

\.l/ 

Statements 
0940 and 
1030 Interrogation 

Sgt. Foley 

104o 
1130 

\I/ \ll \LI \I ,11 ,v \l/ 

10 Week 

·-

FRIDAY SATURDAY 

Police Police 
Driving Driving 

S~t. Foley Sgt. Foley 

\l/ 
~ 

Court 
Organization 
and Procedure 

\V Sgt. Foley l 
' I 
' I 
I 

Immigration 
Service 

\ti ~Haye~-~ - - .. 
' i 
I 

1140 Lunch - - - - - - - - - - - _ - _ - - - " I 

I 
- - - - - - - - - - - - - - - ~ - -

~ighway Dept. j 
~ ·1 

·---------!-----------~------------------------"-----------------------..--------------· 

1240 
1330 

~raffic and Accident Conservation Civil Traffic 
Planning OCnvestigation Department Defense Direction 

--------t:lfr=--·~s~,n~i~c~o~l~a;.....-FC~ap&t.;..:.;.Ki~·~t~t~r~i~d~g...:..P~·~M~a~r~t~z:.__,--'"~p~·-=-Iv~e~r~s~o~n:......-+.~O~f~f~.H~e~l~g~e~s~o~n*"----------­
filr. Mc. aroy 

144o 
1530 

B.C.A. 

\~' B. Morris 

Self Defense Self Defense Self Defense Self Defense Self Defense ( 
I 
I 

, 
J 
! 
! . 

' ' I 
I 
I 

I . .i 

------r----r-----+----,.------J----....,....--~~-----------,.P.---------.,__1 ______ J_1· 
f 

15Jt-0 
1630 

I ! 
I ; 

I 
\I w \V I 

------~~----r...-----..;_----~,---------.."!L.o...--.---------:iE......----_..----~----~------------

Study Study Study 



v\leek 

0740 

0840 
0930 

MVI Drives 

to 
Motorist 

MlNNRSaI'A HlGH\\IA'l PA1'ROL 
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APPENDIX 4-5 

CURRICULUM OF THH MiNNESOTA 

BUREAU OF CRIMINAL APPREHENSION FOR 

RECRUITS OF LOCAL LAW ENFORCEMENT AGENCIES 

Ae 120 hour Basic PQlice Science Course - 1968 

B@ 160 hour Basic Bolice Science Course - 1968 
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OHIO M 

OKLAHOMA M 

OREGON M p 

PENN SYLVAN I 

RHODE ISLAND v p 

SOUTH CAROLINA v 

SOUTH DAKOTA v p 

TENNESSEE v ACADEMY 

TEXAS v p 

UTAH M ACADEMY 

VERMONT M 

VIRGINIA M 

WASHINGTON v 

W .. VIRGINIA 

WISCONSIN p 

WYOMING 
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SECTION SIXTEEN 

APPENDIX 5 

POPULATION PREDICTIONS FOR MINNESOTA 

X I. Metro Area (Total Population) 

XX II. 

1965 

1970 

1975 

19 80 

19 85 

State 

1967 

19 70 

19 75 

1980 

19 85 

of 

1,701,000 

1,909,000 

2,160,000 

2,452,000 

2,776,000 

3,582,000 

3,640,000 

3,753,000 

3,931 000 

4,177,000 

(Total Population) 

X From Metropolitan Planning Commission 

XX From State Planning Commission 
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SECTION SEVENTEEN 

APPENDIX 6 

SOME RECOMMENDATIONS FOR LIBRARY AND COMMUNICATIONS FACILITIES 

AT A LAW ENFORCEMENT ACADEMY 

The training objectives of a law enforcement academy should 

guide leadership decisions in determining what facilities and 

technology must be provided. Deliberation begins therefore 

with the learning problems; not with the array of imposing 

technology which is but a possible means toward some educa­

tional end. 

If the law enforcement academy is conceived so that its 

functional training emphasis is paramount and the curriculum 

is oriented toward definitive behavior outcomes, it would 

appear that the advantages of various types of mediated instruc­

tion can be examined and their particular merits assessed 

on the basis of research findings. (1) (2) (3) 

Godlad's (4) observations about the future of learning 

and teaching also documents a trend in public education which 

marks the reduction of human-to-human instruction and the entry 

of man-machine interaction. Television, computers and newer 

innovative technology can be expected to superscede traditional 

methods of teaching Extensive research exists to suggest 

advantages of media which pertain to their effectiveness, 

efficiency, standarization, or dissemination. (5) (6) 

In planning for a enforcement academy, a variety 

of media should therefore be considered as integral to the 
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basic training functions of this agency& An effort should 

be made at the outset to examine media not terms of their 

physical properties alone, but in terms of the uses to which 

are to be put. 

An example of recent studies which are beginning to give 

some guidance in these decisions is Kopstein and Seidel's 

(7) on the economics of computer-administered instruc-

tion versus traditional 

Recent research 

administered truction. 

also shown that some media are inter-

changeable while others provide unique vehicles of particular 

of communication. (8) In general, however, there has 

been improvement in all media with trends toward miniaturiza-

, simp ty, and integration of the various into 

onal systemse Business and indus have also joined 

th education publishing evaluative studies of the new 

technology for instruction in E.P.I.E. (9) and other journals. 

for instruction with newer media 

Par cular attention should be directed in the academy 

pl to the various contemporary requirements associated 

th spaces. Space requirements are now viewed 

re to many different modes in the instructional 

processe Extensive reports and publications by the Educational 

ties Laboratories (10) (11) (12) (13) have detailed arch­

tural innovations to provide for flexible modular scheduling, 

s of living and learning areas, and optimum 

use the newer instructional technology. All facili 

are as of a continuous teaching envoronment. 

17-2 



These facilities wilJ therefore be expected to change often 

in order to accommodate new curriculum requirements which 

defy the most expert forecastse 

The traditional concept of a "library ii as the repository 

for books has been made obsolete with the introduction of newer 

instruments for storage and retrieval of information. Shores' 

model and rationale for the 11 generic book 11 (14) are a recog­

nition of the pressure upon libraries to embrace all sensory 

media thin its spectrum of service. The library thus becomes 

a basic tructional resource for a police academy with the 

requirement for 100% student accommodation and full provision 

for access to both print and non-print materi 

Many libraries in college and public schools have been 

re-structured as "learning resource centers" or "Instructional 

1>1a terials Centers 11 which ref le ct the new broader base in service .. 

Library and audio-visual groups have begun developing new 

standards for such centers with attention to requirements for 

materials, li ties and staff" (16) (17) 

on Picture lms 

An of some sting library resources for law 

enforcement training are the extensive number of 16mm motion 

cture 

states@ 

lms now being used by various agencies in the 

(18) (19) Film bibliographies compiled this study 

show several hundred titles which across topics commonly 

included in police training programso Some police training 

groups have prepared excellent descriptive lists (20) (21) 
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of police 

from many 

films ch have been rented or purchased 

ferent sources.. (22) (23) (24) 

Since a variety of agencies produce relevant films, the 

information about their availability and tribution is often 

obscure. Newer computerized efforts to prepare media biblio­

graphies such as NICEM (25) (X) and the Educational Media Index 

(26) are beginning to suggest the extens s of learning 

resources on lm which have not been widely known even 

to many well-informed police personnel. Attention should be 

in the planning to appropriate lm library 

facilities ch would allow maximum bene of this training 

potential. The importance of this further reinforced by 

an understanding of recent developments in film media in 

dence at '67 (27) (28) and the emergence of the super 

8mm sound lm as a f le format for individualized instruc-

ti on (29) (30) (31) 

Personnel 

The requirement for competent personnel to s f media 

must be sugestion, however, a 

ensitivity and committment for innovative tructional 

approaches on the part of level management personnel, as 

well as provision for middle-level technical assistance. 

Persons with these qualifications are emerging although many 

traditional college programs and library schools continue to 

graduates minimal vis literacy or aversion 

to newer communications forms Since the skill and insight 
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t 

of the academy staff will determine in a large measure what 

degree of s9phistication and efficiency can be maintained in 

media programs, full recognition should be given to recruiti~g 

highly qualified people for media responsibilities. Guidance 

in establishing personnel competencies is now available. (32) (33) 

Television for police trainiug 

Broadcast television provides the only method of instantly 

transmitting audio and visual information to distant points. 

The existing Minnesota educational TV network which is capable 

of reachi~g about 85% of the state population, offers anoth~r 

resource for some aspects of police training. In Minnesota, 

the medical profession has used TV to reach doctors at remote 

points and teach them about current professional developments. 

These programs are usually produced at KTCA in the twin cities 

for broadcast over channel 2 and affiliate stations during 

late evening hours. (34) (map) 
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THE ~.~it;:~ESOTA ST;HE EDUCATIONAL TELE"l!SlCI NET'.\CRK was 
in Jc:;nuary, 1966 to provii:'e Television 

to a:I of Mi11nesota 2nd to provide the rne2ns \'>fiereby the 
resr:;urces of the entire state ccu!d sh3r•::d rnnon.s 

All existing and pl211ned Educaticn31 Tele'1ision 
st;:ticns in Minnesota, those in ;::cjjoining states 

subst.rnti:JI of are members of the 

KTG;1-IV, Cha1;n::;! 2, and f\TCl-TV, Channel 17, in Minneapolis-St. 
Pr.uL by the Twin City Arca Educational Television 

\'i'lJSE-TV, Channel 8, in Duluth, operated by the Duluth-Superior 
/.rca Eouc;,;tiorL:ll Television Corpor&tion; 

l<WCM-TV, Cl12nnel 10, in Appleton, by the West Central 
r.~innc~ota Educational Television 

in Fargo-Moorhead, operated by the North 
"""'''"''"""'Television Association, lnc.; 

for est2blishment in 1967 with the 
in North Central Minnesota; 

Ch:rnnel 2·l in the Austin· Albert Lea ,\~ason City Area, planned 
to be in in 1967 by the Northern Iowa· Southern 
r.~innesota Television Corporation; 

Channel 16 in the Fairmount· Jackson. Windom area where plans 
2re now UrJderway toward activation of the ETV channel assigned 
to the area; 

Channel 2 
Crookston 

for establishment in the East Grand Forks. 

Channel 8 planned for establishment in early 1967 near Hrn11v1na~ 
South Dakota and interconnected with KV/CM-TV in Appleto:i 

for simultaneous broadcast of programs to serve ex· 
south'Nestern Minnesota including such communities as 

Pipestcne, Luverne and Worthington, etc. 

KUSD·TV, Channel 2 in Vermillion, South Dakota, whose move to a 
loc;.ition in 1967 will permit, through interconnection with 

11'.innesota stations, simultaneous coverage of additional com· 
munities in south'Nestern Minnesota. 

Broadcast at KTCA 

LEGEND: 

Coverage of the State of Minnesota with Educational 
Television ser1ice is augmented by TV translators 
in Ely, Grand Marais and Grand Portage and by 
CATV cable systems at Brainerd, Ely, Fergus Falls, 
Grand Rapids, International Falls, Little Falls, Man­
kato, New Ulm, Rochester, Willmar and Winona. 

le at 

$400 hour costs for live production would 

expenses for materials, and talent. (X) 

Another s ficant development in TV is the ava-ilabli ty 

le recorders, cameras and closed 

t at ces This develop-

rnent has new avenues for on and suggested the 

for a re-asse sment of TV for tructione Kanner's 

des of the US 's conception and use 
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of TV for training provides important insights. (35) 

Of particular significants for training with CCTV are 

dramatic advantages for immediate analysis of stimulus and 

response factors and a variety of new insights for both pupil 

and instructor. 

Local Production of Training Materials 

The value of using instructional materials which have 

been tailored to specific local training requirements also 

suggests a need for media production service facilities and 

personnel within the police academy. Various levels of required 

sophistication and quality must be specified in such a service 

for the range might extend from simple facilities for making 

uncomplicated visuals to complex spaces for motion picture and 

TV production or intircate learning programs. (36) 

Photographic darkrooms, shops, recording studios, graphic 

arts equipment, and a variety of other production facilities 

are increasingly viewed as integral requirements for a modern 

training program. With such facilities, the materials needed 

for instruction can be matched to the unique requirements 

of a special group, a situation, or even an individual student. 

(37) (38) 

It is also important to note that significant learning 

advantages are being relized through the involvement of trainees 

in various local production efforts. ( 39) ( 40) 

The essential thrust of this discussion is to underscore 

the importance of giving the fullest possible attention in 

law enforcement training to the uses of new technology, more 
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efficient training methods, and qualified personnel to plan, 

manage and maintain contemporary facilities. 

Fuller discussion of the theoretical and practical advan­

tages of mediated instruction are available from a number of 

excellent sources. (41} (42) (43) (44) 
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SECTION EIGH.TEEN 

APPENDIX 7 

BCA ANNUAL PARTICIPATION SURVEY ANALYSIS 

In order to determine the traini~g needs for the fiscal 

year commencing July 1st, 1968, The Minnesota Police Officers 

Training Board sent questionnaires to 667 law enforcement agencies 

within the state. As of April 29 the 376 of these had returned 

their questionnaires. 

Set forth below is a tabulation of those returns: 

Type of Course Attendance Course Length #of Sessions Weeks 
Needed 

Recruit-Sept. T.C. 89 200 hours 2 10 

Recruit Jan. T.C. 73 200 hours 2 10 

Basic-Regional 209 160 hours 5 20 

Refresher-Regional 305 40 hours 7 7 

Intermediate Corrunand 98 60 hours 2 3 

Police Management 76 60 hours 2 3 

Criminal Ivn. Regional 216 40 hours 5 5 

Narcotics Seminar 107 40 hours 1 1 

Totals 1,173 26 59 

Submitted as supplements herewith are maps showing by counties 

the number of officers desiring to attend the eight course 

listed above. 
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The number of officers to be given Basic Training is: 

Twin City - 200 hour Recruit-

Regional - 160 hour Basic­
Totals 

162--4 Sessions-20 Weeks 

209--5 Sessions-20 Weeks 
371 9 40 

The number of officers to be given Refresher Training is: 

Totals 305 7 Sessions 7 Weeks 

The number of officers desiring Specialized Training is: 

Supervisory & Management 

Criminal Inv. & Narcotics 
Totals 

114 4 Sessions 6 Weeks 

323 6 Sessions 
497 10 

6 Weeks 
TI 

This represents an increase of 40.5% in number of hours of 

training and 56.8% in number of officers to be trained over 

the program just concluded. 
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