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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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. . . 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 feel 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 Board.
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.

Project Staff

Howard P. Mold
Director
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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.

reluctant to state its views clearly and forcefully.

It must be said that the council was never

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

Edward H. Bolstad

Executive Director

Minnesota Peace and Police
Officers Asgssociation

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 0l1d 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

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.S.Court 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 Kenwocd Parkway
Minneapolis, Minnesota 55405
A. Edward Hunter

State Planning Agency

645 E. Centrol Park Place

St. Paul, Minnesota 55104

Frank Kent, Commissioner

Hon. John T. McDonough
Probate Judge
Washington County
Courthouse
Stillwater, Minnesota 55082
Lester W. Melchert, Sheriff *
Carver County
Courthouse

Chaska, Minnesota 55318

Willard Morris, Director of Training

State Department of Human Relations Minnesota Bureau of Criminal

Room 53, State Office Building

St. Paul, Minnesota 55101
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

Apprehension
1246 University Avenue
St. Paul, Minnesota 55104

Rolf T. Nelson *

State Representative
3811 W. Broadway
Minneapolis, Minnesota 55422
Donald Omodt, Sheriff
Hennepin County
Courthouse
Minneapolis, Minneaota 55415
Robert L. Pavlak

State Representative

116 W. Belvidere Street

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

League of Minnesota Municipalities Carl V. Pearson *

314 Social Science Building
University of Minnesota
Minneapolis, Minnesota 55455
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

Executive Director

Minnesota Peace Officers Training
Board

160 State Office Building

St. Paul, Minnesota 55101

Donald Poss

City Manager

Brooklyn Center

7100 Osseo Road
Minneapolis, Minnesota 55429
Jack Provo

Hennepin County Commissioner
Courthouse

Minneapolis, Minnesota 55415



Floyd Roman, Captain *
Richfield Police Department
6700 Portland Avenue
Richfield, Minnesota 55423

Robert Rysavy, Sergeant *
Austin Police Department

Milo S. Tasky, Chief *
Duluth Police Department
Duluth, Minnesota 55802

(* member, Minnesota Peace

419 N.E. 4th Avenue Officers Training Board)

Austin, Minnesota 55921

Samuel L. Scheiner, Executive
Director

Jewish Community Relations Council
of Minnesota

211 Produce Bank Building

100 North 7th Street

Minneapolis, Minnesota 55403

Roland Schmidt, Chief *
Glencoe Police Department
Glencoe, Minnesota 55336

Arne Schoeller?®, Assistant Attorney
General in Charge of Criminal
Division

Office of the Attorney General

St. Paul, Minnesota 55101

Clyde Sorenson, Chief *

St. Louis Park Police Department

Chairman, Minn. Peace Officers
Training Board

5005 Minnetonka Blvd.

St. Louis Park, Minnesota 55416

Hon. Bruce C. Stone

Judge o©f Hennepin County
Municipal Court

Room 409B, City Hall

Minneapolis, Minnesota 55415

Ralph Talbot, Sheriff *

Anoka County

Vice-Chairman of Minn. Peace
Officers Training Board

Court House

Anoka, Minnesota 55303






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 per-

sonnel.

It was conducted on behalf of the State Peace Officers

Training Board and the Attorney General of the State of Minn-

esota.

1.

The Contract requirements were essentially as follows:

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 Officers
Training Board of a model of such study. (Appendix
Two submitted January 10, 1968).

The Managemeht Center was also to submit a general
plan as to a time table and the necessary financial

aspects of the feasibility study. (Appendix Two)



This preplanning was also to include the design of

the nesessary survey instrument to assess the training

and development needs of law enforcement personnel

within the state. (Appendix ONE)

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.

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.

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



feasibility study; said council to be repre-
sentative of all groups of professionals and
citizens concerned with improving the effective-
ness of law enforcement. (Section 3)

(3) Draw appropriate conclusions from the research
data, and from other sources as appropriate to
answer the basic questions.

(4) Initiate the collection of 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 planning 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.

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.



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.

Secure approval of basic approach and limited ob-
jectives.

Develop a project staff capability to conduct the
research.

Develop a research schema which would make possible
achievement of the objectives within the financial
and time constraints.

Delegate appropriate portions of the research to
individual members of the project staff.

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.

Design, apply, and interpret the necessary assessment

instruments to measure those aspects of local law
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11,

T2+

1.3

14.

enforcement likely to be concerned with the estab-
lishment of a state Law Enforcement Academy.

Collect relevant data to assess the curriculum of

law enforcement training facilities in the United
States.

Analyze relevant literature to assist in the estab-
lishment of recommendations for long term curriculum.
Establish a speciel sub-committee of experienced
police training officials to evaluate the effectiveness
of existing police training curriculum.

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.

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.

Prepare and submit a report consisting of recommen-
dations and supportive data.

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 the
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

4-5



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 officals

C. Study of selection practices in law enforcement
agencies

D. Study of educational institutions as related

to law enforcement

(Detailed list found 1in Section Ten)



The Consultant and Project Team Research Area Assignemnts

were as follows:

FUNCTIONAL ASSIGNMHENT STAFF CONSULTANT
1. Development of Survey instruments Mold, Lindsay, Franz,
to determine deomgraphic data Halloway
2 Administration of mail survey and Lindsay, Franz, Halloway

10.

11l.%

12.%

13:%

14.*

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
stake)

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

Development of a list of all police
law enforcement training programs
in the United States

Coordination and contact with
appropriate State and Federal
agencies

Development of a glossary of
terminology

Analysis of literature relevant to
project and development of
bibliography

List of innovative police projects
in the United States

Mold, Leyden

Leyden

Mold, Pearson,
Brekken

Mold, Pearson,
Brekken

Mold, Pearson
Brekken

Brekken, Mold,
Lindsay

Brekken

Pearson

Lindsay, Mold

Brekken, Mold

Brekken

Analysis of British Police Training Mold



15.%

le.

17.

18.%*

19.%

20.

2].

22.%

23.

24,

25.%

26.%

27.%

28.%

29.

30.%

Analysis of FBI Training

Analysis of problems and needs in

facilities, technology, science and

hardware

Analysis of educational methodology,
visual aids, library ~- film library

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”

Contacts with principal educational
institutions which assist law
enforcement training

Public Relaitons on the project

Budget for the academy

4-8

Pearson, Mold

Webb

Webb

Mold

Mold

Webb

Mold

Mold

Mold

Mold, Pearson, Brekken,
Shapiro

Mold, Pearson,

Shapiro

Shapiro

Mold, Shapiro

Mold

Leyden

Mold



31.* Analysis of traineeship require- Mold
ments for municipalities

32. Visits to and analysis of selected Mold
police training academies

33. Preparation of preliminary and final Mold and Staff
reports

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 weould 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. The result of this effort at
proper coverage is described on the three county maps of the

State of Minnesota found on pages



TOTAL AREA BY COUNTY TO
SOME DEGREE COVERED IN

Total Police Officers in State — 4263*

Total Police Officers in

2003*

7 County Metro Area

*Not including State Highway Patrol

or Conservation Department

4-10
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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, Suburban, BCA and Highway Patrol
Academies were as "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 Commissions 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.



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" 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.






SECTION FIVE
RECOMMENDATIONS

THE ACADEMY --- ITS PURPOSE AND ORGANIZATION

1z

The State of Minnesota should establish and operate on behalf of state

and local law enforcement, an Academy for training, professional
development and related support activities.

The state should provide for temporary replacement of law enforcement
personnel in those communities where the effectiveness of law enforce -
ment would be reduced by attendance of its personnel in approved law
enforcement programs.,

The Dormitory operation shall be conducted as an integral part of the total
training. This will include counseling, guided study, etc.

All students should be transferred to the supervision of the Academy, (which
may if conditions warrent, return him to his community without his comple-
tion of the course.)

The Academy should study all new law enforcement developments in order to
provide continuing education and training in the form of orientation and brief-
ing sessions at the Academy and on a regional basis.

The job of the Director of the Academy and the Organization structure should
be carefully defined, as a first step in establishing the Academy,

The Academy should be under the direct supervision of the Attorney General
with the advice of a council composed of individuals competent to advise pro-
fessionally on the training and development of law enforcement personnel,
The Academy staff should be assisted by several consultants who should

meet with the director and his staff on a frequent and regular schedule,

5-1



They should be empowered to make recommendations directly to the

Advisory Council,

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.

I, 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).

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

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

&,

Consultation in training and administration of local law enforcement
agencies,

Research,

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

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

Presentation to associations and professional groups.
Research facilities.
Files of current programs of other academies, etc.

Files of consultants and resource personnel available to assist
local law enforcement,



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.

IIIL, 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

Ci State Highway Patrol

D. Conservation Department

E. Park Police

F. University Police

GS Special units; Airport police, etc.
Hi; BCA Agents

I 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



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.
v, 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

it Serving in association leadership positions

g. Serving on local inter-agency commissions

2. A set of standard job descriptions should ke 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
& Technicians

it Civilian support personnel



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

1. 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 consider 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,

bo

Flexible classrooms for training

Gymnasium and physical training facilities

Air and water safety training facilities

Pursuit driving facilities

Investigative facilities and crime scene mock ups
Indoor and outdoor firearms and equipment qualification facilities
Air strip

Athletic field

Laboratories to support educational effort
Facilities to develop program support for training
Audio-visual production and support facilities
Consultation space

Dormitory facilities

Eating facilities

Parking facilities



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 education.

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,)



7. A code of ethics for use by local law enforcement should be designed and
incorporated into the curriculum of the Academy.

VIIL, 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:



10,

11,

a. Detailed training guides and curriculum
b. Performance criteria
(538 How many personnel by numbers and types need to be trained
s 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.
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.
A study should be made with respect to the financing of the attendance of
local law enforcement personnel,
A study should be conducted of the training needs resulting from the sheriff
contracting system for municipalities (the problem of multiple municipality
law enforcement, )
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,
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 Academy.
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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28

13.

14,

A study should be conducted on the need to improve the supervision

and management of law enforcement agencies.

A careful and detailed demographic and geographical analysis of law

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

a.

C.

Determine if a law enforcement characteristics index can be

developed to predict the training needs for each individual com-
munity in the state,

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.

Determine the financial configuration of the Academy.

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. )

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,

Providing a two week refresher for all law enforcement officers in the
state will require certain space,

All Supervisory and Management training requires a certain amount
of space,

All other programs for specialists and programs of all other agencies

will require space.



15.

16.

Wy

18,

19,

20.

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.

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,

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.)

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,

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.

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

relates to mandatory training.

A definite study should be conducted to identify _ail 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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21,

22,

23.

24,

25,

26.

by the mandatory training provisions of the state -law.

A study should be conducted of Civil Defense personnel and the extent
to which they are involved in law enforcement or could be involved,

the latter based on their community's planning.

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.

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.

A study should be conducted to determine the training needs of any officer
who has part-time or 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.

A study should be conducted on the development of means for cooperative
use among law enforcement agencies of law enforcement instructors with

special skills.

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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PART 1 SUMMARY 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 guestionnaire
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.

Distribution of Law Enforcement Officers within State

Within the State of Minnesota there were, in August
1967, 4263 Law Enforcement Officers in either a Police Depart-

ment or in a Sheriff's office.



Table 1
DISTRIBUTION BY TYPE OF FORCE

Number of Officers

Full Time Part Time Total
Sheriff's Dept.
656 (15%) 165 ( 4%) 821 (19%)
Police Dept.
3103 (73%) 339 ( 8%) 3442 (81%)
Total 3579 (88%) 504 (12%) 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
DISTRIBUTION OF DEPARTMENT BY SIZE OF FORCE

Number of Officers with

less than 4 but less 10 but less 100 or Total

4 men than 10 than 100 more
Sheriff's
Dept. 42 32 11 2 87 (14%)
Police
Dept. 401 65 55 3 524 (86%)
Total 443 (72%) 97 (16%) 66 (11%) 5 (1380611 (100%)

The 5 departments with 100 or more officers account for

1635 of the 4263 in the State.



-

Table 3

GEOGRAPHIC DISTRIBUTION OF OFFICERS

Twin City Seven
County Area,

Olmstead & St. Other Total
Louis Counties Counties

Sheriff's
Dept. 450 68 303 821 (19%)
Police
Dept. 1553 315 1574 3442 (81%)
Total 2003 (47%) 383 ( 9%) 1877(44%)4263 (100%)
Table 4
NUMBER OF OFFICERS PER 1,000 OF POPULATION
Twin City Seven Olmstead & St. Other
County Area Louis Counties Counties
Sheriff's
Dept. .26 .24 .19
Police
Dept. 21 1.09 99
Total 1.17 1.38 1.18

In addition to the Law

above there are approximately

Enforcement Officers referred to

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:



Table 5
SAMPLE DESIGN
NUMBER OF SURVEYS BY CLASSIFICATION

Seven County Area Qutstate Total

Sheriff's Dept. 36 114 150 (17%)
Police Dept. 370 229 599 (69%)
Other Dept.? * * 126 (14%)
Total 875 (100%)

. Other Departments refers to: Highway Patrol, Conserva-
:ign Department, Bureau of Criminal Apprehension, Campus Police,
*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 guestion-
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 guestionnaire.

2. In the outstate area: Counties were chosen with
respect to geographic location and distribution
of sizes of 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 devartments and fairly

large departments.



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.



Table 7

RETURNS BY DEPARTMENT AND SURERVISOR

Supervisor Non-Supervisor 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

Department Sent Out Returned
Sheriffs 821 (16%) 150 (17%) 72 ( 16%)
Police 3442 (66%) 599 (69%) 312 ( 69%)
Other 975 (18%) 126 (14%) 69 ( 15%)
Total 5238 (100%) 875 (100%) 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%; and from "others" 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



their percentage representation, of the population, it can
be seen that the representation in this study permits wvalid

conclusions to be drawn.



Profile of a Law Enforcement Officer in the State of Minnesota

From the demographic data and other data gathered by
the survey instrument we can draw a profile of the "average”
law enforcement officer.

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 similar 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.



The important facets of the job of a Law Enforcement

OCfficer 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 characteristics of the profession of Law Enforce-
ment. This is, in a way, to be expected because supervisors
have come up from the ranks 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.



Training Experience

The "Average'" 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 Spent 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 officer; (1) patrolling, (2) maintaining
peace, (3) domestic quarrels, (4) traffic law enforcement,

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

He also estimates that 26% of his time is spent on what would
be called "administrative work". The remaining 16% is taken
up with court services, public relations, serving warrants,

etc.



As expected supervisors spend considerably less time on
the first set of activities (35%) and more (65%) on 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. However
even if 100% over estimated, it is still considerable and

training programs must take this into consideration.

Law Enforcement Skills Inventory

The average law enforcement officer realizes his need for
more training. If the responses to the 38 items on the skills
inventory are averaged we have a 58% respocnse "yes". He
knows he needs more training and over 60% of the respondents
in replying to the question "What do you think you need to
improve your own Performance?" said "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.

Supervisors

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 "other" 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.



The supervisor in Law Enforcement has, on the average,
held a supervisory position for 8 years with an additional
5 years experience, including Military Service, prior to becoming

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

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

When we look at what seems to cause the most problems

for a supervisor we find (1) "getting the work done”, (2)
"improving work systems and methods”, and (3) "developing

and training individuals" ranked very high. The same three

plus "Planning and scheduling work™ 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 "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 "Management of
Work", with high "Yes, I require further training" response
we find a relationship between these items and the functions
causing problems. 74% of the respondents said they needed
greater skill and knowledge in "Analysing work units for more

effective operations". Compare this with the function "Improving

work systems and methods" which is ranked very high in “causing
problems". Similarly in "Management of People" we have a high
yes response on the items "Getting individuals to participate
in setting their own work goals" and "Planning of and parti-
cipating in meetings to build cooperation and improve coor-
dination”. Again it is possible to relate these to those func-

tions causing most problems.
2
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Of the four groupings "Management of Work", "Management
of People”, "Management of Ideas" and Management of Self-
Development®, the highest overall "yes" response was found
in "Management of Ideas”. "Improvement in written and verbal
communications skills have more than 75% "yes" response.
"Keeping abreast of the most recent developments in the Law
Enforcement field" has more than 80% ves response.

"Improving my own Managerial ability", one of the items,
in "Management of self developemnt” has almost a 90% "yes"
response. Compare this with the fact that the supervisor
spends least time on "Developing own managerial Competence”.

When we look at Part X of the guestionnaire we find that
"Giving Directions” is most difficult. This is related to the
felt need for improvement in communications skills both written
and verbal.

There was a smaller percentage of written responses to
Part XI than Part VI. Thig is to be expected. However, the
desire for more training and schooling again is strong and
also the expectation that training would be the most powerful
tool to ease the problems that are facing Law Enforcement

Officers in general and supervisors in particular.



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 "people oriented" than
their previous training. "Interviewing", "Rules of Evidence",
"Rights of Accused", "Laws of Arrest", "Search and Seizure",
"Interrogation Techniques" are all items with a high "yes"
response in the "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.



PART IT

DATA TABULATION AND COMMENTS




Analysis of Returns

Part V of Questionnaire - Demographic Data

Purpose of this section was to gather demographic data on
Law Enforcement Officers within the State and to use certain
questions as the means of differentiating for purposes of
analysis. 1In this section, as in most others, we will use the

groupings defined above as our basis for analysis and compar-

isons.
Question 1 Sheriff's Dept. Police Dept. Other Dept.
N=72 N=312 N=69
Full Time 72=100% 307 = 98.4% 67 = 97.1%
Part Time 0 = 0% ' 5 = 1.6% 2 = 2.9%
Average Work
Week 56.6 hrs. 42.8 hrs. 44.6 hrs.
Comment: For the purpose 6@ the remainder of the analysis

the part-time shall be treated as full time. The
average work week of the part-time officers was over
30 hrs,

Note the difference in length of work week for
Sheriff's Departments compared with the others.

Question 2

Sheriff's Dept. Police Dept. Other Dept. Total

Salary

Less than 499 9 = 12.5% 42 = 13.4% 2 = 2.9% 53 = 11.7%
500 to 699 38 = 52.8% 166 = 53.2% 29 = 42.0% 233 = 51;4%
700 plus 25 = 34.7% 104 = 33.4% 38 = 55.1% 167 = 36.9%
Total 72 (100%) 312 (100%) 69 ( 100%) 453 ( 100%)
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Question 2 continued

Metro Suburban 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 61l = 61% 54 = 36.4% 52 = 25.4% 167 = 36.9%
Total 100 148 205 453
Comment: Of the 53 officers 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= 7% 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 1438 205 453
Question 4
Size of Communities

Sheriff's Dept. Police Dept. Other Dept. Total
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%)




Question 5

Type of Community

Sheriff's Dept. Police Dept. Other Dept. Total
Metro - 90 = 28.8% 10 = 14.5% 100 = 22.1%
Suburban 17 = 23.6% 127 = u0.7% 4 =5.8% 148 = 32.7%
Outstate 55 = 76.4% 95 = 30.5% 55 = 79.7% 205 = U5.2%
Total 72 312 69 453
Question 6
Size of Force

Sheriff's Dept. Police Dept. Other Dept. Total
Less than 50 71 = 98.6% 184 = 59.0% 27 = 39.1% 282 = 62.3%
Over 50 = 1.4% 128 = 41.0% 42 = 60.9% 171 = 37.7%
Total 72 312 69 453
Question 7

Work Detail
Sheriff's Dept. Police Dept. Other Dept. Total

No response 3= LH.2% 3= 1.0% 0 =0.0% 6 = L1.3%
Yes 17 = 23.6% 4y = 46.1% 23 = 33.3% 184 = 40.6%
No 52 = 72.2% 165 = 52.9% 46 = 66.7% 263 = 58.1%
Total 72 312 69 453
Work Details - Mentioned Most
Emergency Squad 17 .6% 20 .2%

Parole

1

9.u4%



Question 8

Rank Most Sheriff's Dept. Police Dept. Other Dept.
Often Mentioned
Patrolmen 60.5% 28.9%
Deputy Sheriff 26.3%
Conservation Officer 18.8%

Question 9
Method of Patrol

Sheriff's Dept. Police Dept. Other Dept. Total
No response 9 = 12,5% 29 = 0,3% 10 = 14.5% U8 = 10.6%
1 Man car U6 = 63.,9% 202 = 6U.,79% 5L = 73.9% 299 = 66.0%
2 Man car 16 = 22.2% 6L = 19.6% 4 = 5.8% 8L = 17.9%
Other 1= 1.u% 20 = 6.uU% b = 5.8% 25 = 5.5%
Total 72 312 69 453
Question 10
Tenure
Sheriff's Dept. Police Dept. Other Dept. Total
Less than 3 yrs. 9 = 12.5% 71 = 22.7% 3 = Y4.3% 83 = 18.3%
3 but less than
10 years 28 = 38.9% 120 = 38.5% 14 = 20,3% 162 = 35.8%
10 years & over 35 = U8.6% 121 = 38.8% 52 = 75.4% 208 = u45.9%
Total 72 312 69 453
Question L1
Tenure in Present Position
Sheriff's Dept. Police Dept. Other Dept. Total
Less than 3 yrs. 29 = U0.3% 139 = L4 . 5% 17 = 284.6% 185 = 40.8%
3 but less than
10 years 27 = 37.5% 130 = 41.7% 19 = 27.6% 176 = 38.9%
10 years & over 16 = 22.2% 43 = 13.8% 33 = 47.8% 92 = 20.3%
Total | 72 312 69 453



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

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.

Question 13

Father or Guardian's Occupation
% with white collar

Sheriff's Dept.

Police Dept.

Other Dept.

Metro - 24% 20%
Suburban 35% 34% -
Outstate 22% 15% 342
All 25% 24% 30%

Question 14°'

Education
o

=]

less than H.S.

Graduate Sheriff's Dept. Police Dept. Other Dept.
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 Bachelor's degree and no one reported having a Master's degree.
However, 32 respondents replied to question 15 and Y4 to question 16.
Of the 32 replying to question 15, 7 indicated a major of Business
Administration, 6 Sociology, 4 Conservation. The U Masters majors
were made up of 1 Political Science, 2 Psychology, and 1 Agriculture -

Forester.

Question 17

Military Service
Sheriff's 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 = u2.8%
Over 3 yrs. but
less than 10 31 = 43.0% o4 = 33.4% 24 = 34.8% 159 = 35.1%

Over 10 years 1 = 1.u% 10 = 3.2% 5= 7.2% 16 = 3.5%
Total 72 312 69 453

Ranks Held

Sheriff's Dept. Police Dept. 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% U5 = 65.3% 30L = 66.U%
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 U453 officers who responded 59.5% served in either the
Army of the Navy.



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 sexrvice.) 27% held jobs which could be considered white

collar jobs.



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)

Non-Supervisor (329)

49.1 hrs.

65%

66
36
22

50%

17%
22%
61%

73%

35%

63%

Over 5 yrs. in Law Enforcement 97%

43.5 hrs.

30%

246
36
47

42%

24%
37%
39%

58%

43%

68%

61%



Supervisor (124) Non-Supervisor (329}

Question 11

Over 5 yrs. in present
position 43% 45%

Question 12

Mean Age 45.2 years 37.4 years

Question 13

Fathexr's Occupation -
white collar 26% 25%

Question 14

BEducation, less than HS Grad. 23% 14%

Question 15 and 16

Not really applicable, except that 7 of the 15 who have Bachelor's
degrees are supervisors.

Question 17

Military service - less
than ¢ years 44% 42%

Question 18

tmployed previously 91% 95%

Question 19

Length of full time employment 9 years 9 years

6—24



Analysis of Part I

Importance of Job Characteristics

10.

11.

12,

13.

14,

15.

Very important = 5
Not important = 1

Average Score

Police

Other

Rank Score

Sheriff's

Score
A stable and secure future 4.04 5
Freedom from pressure to conform
in my personal life 2.91 11
Opportunity to use my special 4.06 3
abilities and aptitudes
Opportunity to be useful to
society in general 4.11 2
Opportunity to be helpful
to others 4.15 1
Chance to exercise leadership 3,34 7
Social standing and prestige in
the community 3.22 8
Opportunity to be creative and
original 3.22 8
Chance to earn enough money to
live comfortably 4.05 L
Opportunity to work with people 3.90 6
Chance to achieve recognition
from others in my profession 3.12 10
Freedom from supervision in my
work 2.37 14
Absence of high pressure 2.68 13
Opportunities for rapid success
rather than moderate 2.25 15
Living and working in the world of
ideas and words 2.79 12

4.58

3.32

4.28

4.35

TIITS

53.80

3.33

3.46

4.u47

4.09

2.55

3.27

Rank Score

1

11

10

15

13

14

12

4.u3

2.98

4.10

4.27

4.17

3.53

3.33

3.62

T

3.88

3.43

2.82

2.49

3.02

Rank

1

13

10

14

11

15

12



The most important items seem to be:
1. A stable and secure future
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

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
called white collar jobs before joining a Law Enforcement agency, it
is not surprising that items 1 and 9 show up as being important.
Items 3, 4 and 5 are to expected because of the nature of the duties

of a Law Enforcement officer.



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 4.57 1
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.u3 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 3.4i 8 3. U4 8

9. Chance to earn enough money to live

comfortably u. 27 2 4.39 3
10. Opportunity to work with people 4.00 6 4.0u 6
11. Chance to achieve recognition from

others in my profession 3.37 9 3.43 9
12. TFreedom 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.U5 4 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 "Opportunity to use my special abilities and aptitudes™. In general



the ratings follow the same pattern. However, "Chance to exercise
leadership"” is more important to supervisors than non-supervisors.
This is to be expected.

There seems to be little difference when we look at the items
with respect to geographic breakdown.

Sheriff's Dept.

Suburban Outstate

1. A stable and secure future 4.47 2.90
3. Opportunity to use my special

abilities and aptitudes 4.41 3.96
4. Opportunity to be useful to

society in general 4.29 4.05
5. Opportunity to be helpful to others 4.52 4.03
9. Chance to earn enough money to

live comfortably 4.29 3.98

Police Dept.

Metro Suburban Outstate

1. A stable and secure future 4.44 4.66 4.62
3. Opportunity to use my special

abilities and aptitudes 4.18 4.42 4.17
4, Opportunity to be useful to

society in general 4.17 4.40 4.46
5. Opportunity to be helpful to others 4.28 4,50 4.56
9. Chance to earn enough money to

live comfortably 4.26 4.59 4.51



Other Dept.

Metro Suburban Outstate

1. A stable and secure future 4.60 4.25 4.41
3. Opportunity to use my special

abilities and aptitudes 4.00 4.50 4.09
4., Opportunity to be useful to

society in general 4.30 4.25 4.25
5. Opportunity to be helpful to others 4.20 4,00 4,18
9. Chance to earn enough money to

live comfortably 4.20 4.00 4.14

It would seem that only minor differences show up and these
can perhaps be accounted for by some thing other than a difference in

attitude.



Analysis of Part II

Training Data

Question 1

Formal Training

Sheriff's Dept.

Average Number of Hours
Other Dept.

Police Dept.

Metro - 301 424
Suburban 248 250 291
Outstate 214 239 365
Supervisors 280 444 592
Non-Supervisors 164 213 265

Question 2

Recruit Training

Number & Percentage who replied "yes"

Sheriff's Dept. Police Dept. Other Dept.
Metro - 77 = 86% 6 = 60%
Suburban 1 = 41% 78 = 61% 2 = 50%
Outstate 9 = 16.3% 27 = 28% 36 = 65%
Supervisors 8 = 22% 25 = 38% 14 = 64%
Non-Supexrvisors 8 = 22% 157 = 64% 30 = 64%

Average Number of Hours Training

Sheriff's N=16 Police N=182 Other N=44
Metro - 218 217
Suburban 214 172 260
Qutstate 262 126 510
Supervisors 356 106 445
Non~Supervisors 126 196 464



As mentioned in the analysis of Part I the breakdown super-
visors and non-supervisors also approximately represents age and
tenure. This is 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 bear 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
"others" 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 "outstate others"
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=16 Police N=182 Other N=44
Bureau of
Criminal
Apprehension 50% 28% 7%
Departmental 44% 59% 73%
Other 6% 13¢ 20%



Question 3

Formal Training Since January 1, 1967

Number & Percentage who replied '"yes"

Sheriff's Dept. Police Dept. Other Dept.
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% le = 73%
Non-Supervisors 16 = 44% 110 = 45% 26 = 55%
Average Number of Hours
Sheriff's N=30 Police N=153 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 Training
Sheriff's N=30 Police N=153 Other N=42
B.C.A. 67% 31% 28%
Departmental 3% 20% 14%
Other 17% 21% 28%
No Response 13% 28% 30%



O ==

Type of Training
Sheriff's N=30 Police N=153 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 4 =23.5% 35 = 27.5% 1l = 25%
Outstate 13 =23.6% 31 = 32.6% 5 = 9%

Place of Training

Sheriff's N=17 Police N=85 Other N=9

Correspondence 3 17 10
Junior College 0 3 0
University of Minnesota 2 1l 1
Departmental 7 59 7
Other 8 15 2

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

There were 53 No Responses to this part.



Analysis of Part III

Average Work Week in Hours

Sheriff's Dept. Police Dept. Other Dept.
Metro - 41.4 42.0
Suburban 48.0 42.0 42.5
Outstate 61.9 44.0 44.5
Supervisors 63.1 44,2 43.5
Non-Supervisors 53.7 42.0 44,2

Percentage of Time Spent on Activities
Sheriff's Dept.

Suburban Outstate
3 %
Patrolling, domestic quarrels,etc. 22.5 19.2
Traffic Law enforcement & accidents 6.2 10.7
Investigation of crimes 13.2 25.0
Court services 9.3 12.1
Report preparation, report writing 7.5 11.2
Other administrative work l6.6 15.1
Public Relations . 8 3.4
Other 19.1%* 2.0
Not accounted for 4.8 1.3

*Warrant service, serving papers



Percentage of Time Spent on Activitiey
Police Dept.

Metro Suburban Qutstate
% % 3
Patrolling, domestic quarrels, etc 25.7 37.2 37.6
Traffic Law enforcement & accidents 15.7 20.1 18.8
Investigation of crimes 15.4 9.4 10.0
Court Services 3.4 2.9 4.6
Report preparation, report writing 14.4 10.9 12.1
Other administrative work 15.4 11.0 8.7
Public Relations 2.4 1.7 2.1
Other 4.0 5.4 4.4
Not accounted for 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.

Percentage of Time Spent on Activities
Other Dept.

Metro Suburban Outstate
% % %

Patrolling, domestic quarrels, etc. 10.4 60.2 14.6
Traffic Law enforcement & accidents 5.7 3.2 19.6
Investigation of crimes 11.4 .3 2.2
Court services .4 .3 3.6
Report preparation, report writing 20.1 6.2 9.9
Other administrative work 39.8 l6.1 22.7
Public Relations 6.5 1.5 6.6
Other 5.3 11.7 13.4
Not accounted for .0 .0 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 Activitieg

Supervisors Non-Supervisors
% ]
Patrolling, domestic quarrels, etc. 14.3 34.7
Traffic Law enforcement & accidents 7.3 20.4
Investigation of crime 13.3 11.9
Court services 5.4 4.9
Report preparation, report writing 12.6 11.3
Other administrative work \ 34.3 5.7
Public Relations 4.4 2.2
Other 6.4 5.7
Not accounted for 1.5 2.7

As would be expected the supervisors spend much more time on

administrative work than do the non-supervisors.



Analysis of Part IV

Law Enforcement Skills Inventory

Percentage who Replied "Yes, I Need Greater Skill & Knowledge
in the Following Areas”

M= Metropolitan S = Suburban 0 = Outstate

Question Sheriff Police Other
S 0 M S 0 M S 0

% % % % % % % %

L. HBearsh & Sgizutre 88 78 79 B2 87 70 75 65

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

3. Tech. of Arrest 76 +&7 58 63 76 60 75 56

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

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

6. Firearms 35 u2 26 43 37 300 25 29

7. Records 59 58 36 55 U6 50 50 30

8. Rights of Accused 71 60 58 59 6L 70 75 58

9. Communications 3 41 u5 27 50 25 36

10. Laws of Arrest 76 75 72 74 85 80 75 69
11. Crim. Invest. 94 95 80 86 82 80 75 58
12. Crime Scene 3earch 82 91 68 82 79 70 75 60
13. Interrog. Tech. 9L 82 67 B3 87 60 50 80
14, Court Procedure 76 47 39 51 49 Sl 75 &5
15. Traffic Law 59 38 32 44 4yl 20 25 135
16. Crim. Procedure g4 73 64 82 80 50 100 58
17. Traffic Law Enf. 47 33 28 38 uu 30 25 36
18. Confessions 76 67 64 76 69 80 75 6u
19, Public Relations 53 60 63 60 56 50 50 53
20. Criminal Law 88 80 82 87 8l 70 75 62
21, Evidence Collect. 82 75 61 78 70 70 75 69
22. Psych. & Behavior 88 58 68 82 69 60 75 78
23. Testifying 70 49 uy 45 56 10 75 45

6

~37



Question Sheriff Police Other

S 0 M S 0 M S 0
% % % %% % N K
24, Riot Control 88 6U 68 78 58 50 75 6Uu
25. Interviewing 82 62 69 75 65 80 75 67
26. Police Patrol 47 33 24 33 29 20 50 35
27. Juveniles 53 62 49 71 54 30 75 55
28. Pursuit Driving 41 25 25 37 4O 30 25 35
29, Fingerprinting 64 58 51 66 57 50 50 38
30. Photography 76 67 58 72 60 60 50 58
31. Rules of Evidence 88 71 81 83 8u 70 75 69
32. Narcotics 94 82 83 89 79 60 50 56
33. Radar 53 42 34 39 L2 30 25 20
34. Radio Dispatching 17 18 22 27 24 10 25 18
35. Human Relations 47 47 58 69 59 60 75 67
36. Mental Health 59 53 50 70 60 50 50 ui
37. Breathanalyser 59 65 37 66 64 30 100 4y
38. TFirst Aid 65 58 4 49 49 4o 75 38



Items with relatively high percentage "yes"”
L. Search & Seizure
11. Criminal Investigation
13. Interrogation Techniques
16. Criminal Procedure

20. Criminal Law



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".

Question Supervisor Non-Supervisor 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. Traffic Law Enforcement 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



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 comments 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" 8.39% = 38
"Better internal communications" 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" 60.26% = 273
"Knowledge of Supreme Court rulings

and laws" 3.09% = 14

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

Responses:
"Training or more schooling" 17.44% = 79
"More action" 3.55% = 16



4. Of the problems identified in 1, 2, and 3, how many could be
solved or minimized by training?

Responses:

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?

Responses:

Yes 83.44% = 378
No 5.52% = 25
No response 11.04% = 50



SUPERVISORS ONLY

Breakdown of Respondents by Departments and Geographically

Metro Suburban Qutstate Total
Sheriff - 5 31 36
Police 17 20 29 66
Other 4 2 16 22
Total 21 27 76 124

Analysis of Part VII

Question 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=22 Other 10.8 N=76 Outstate 8.6

Overall N=124 Average number of years 8.1

Question 2
Others Supervised (Average Number of People)

By Department:
Other Supervisors Other Officers Civilians Total

Sheriff's 3.2 9.7 2.0 14.9
Police 3.0 11.3 2.4 16.7
Other 5.6 32.6 11.0 49.2
Geographically;
Metro 6.2 23.4 11.5 41.1
Suburban 4.0 17.4 2.0 23.4
Outstate 2.6 11.2 2.3 l6.1
Overall 3.5 14.6 3.8 21.9



Question 3

Previous Experience as a Supervisor (Average Number of Years)

By Department Geographically
Sheriff's 5.0 Metro 6.1
Police 4.1 Suburban 5.0
Other 6.4 Outstate 4.8

Question 4

Have you had Training in Supervisory Methods?

By Department:

No Answer Yes No

Sheriff's 5 13 18 (50%)

Police 9 44 16 (24%)

Other 1 20 1 ( 5%)
Geographically:

Metro 2 15 4 (19%)

Suburban 3 21 3 (11%)

OQutstate 7 41 28 (37%)

Overall 12 77 35 (28%)
Type of Course: Sheriff's Police Othex Overall

Northwestern Traffic Inst. 1 4 5 10

Managerial Course B.C.A. or

5t. Thomas 3 7 1 11
Command School 1 4 3 8
Military Leadership School 2 4 1 7
Intermediate Command School 1 11 1 13
Others 3 9 3 15



Analysis of Part VIIT

Job Functions

Comparison of "Problems" .and "Time Spent™ using Composite Ranks

By Department:

10.

Planning and scheduling work

Determing performance reguired

Getting the work done

Improving work system and
method

Developing and training
individuals

Maintainign a cooperative
work force

Developing own managerial
competence

Participating in public,
community and political
relations

Written and verbal commun-
ications

Developing and applying
controls

Problems
Sheriff Police Other

5

6

10

8

3

8

I

w

10

T ime
Sheriff Police
3 2
7 3
1 1
2 6
il 3
6 L
10 10
9 7
5 5
3 9

Other

2

8

10



Geographically

10.

M

Planning and scheduling work
Determinign performance required
Getting work done

Improving work system and method

Developing and training
individuals

Maintaining a cooperative work
force

Developing own managerial
competence

Participating in public,
community and political
relations

Written and verbal commun-
ications

Developing and applying
controls

i

Metropolitan

Suburban

it

= Qutstate

Problems
M S
7 7
4 3
3 2
1} 1
2 4
8 6
6 8
10 10
9 9
5 5

[se

w

b

U

10

10



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's Police Other
3. Transferring and reassigning indi-
viduals to meet job demands 38.8 37.8 50.0
5. Coordinating activities within and
between work units 55.5 50.0 50.0
6. Seeing that people know and do what
is expected of them on their job 52.7 57.5 72.7
7. Planning to meet emergencies 63.8 72.7 63.6
8. Resolving work problems without delay33.3 43.9 50.0
9. Analysing work units for more
effective operations 75.0 68.1 90.9
10. Making improvement where and when
required 58.3 50.0 59.0
11. Utilizing cost control methods and
procedures 38.8 60.6 68.1
12. Understanding laws and administering
departmental regulations 38.8 54.5 50.0
14, Measuring work unit output 47.2 46.9 63.6

16. Formulating realistic work objectives
and plans for the work group 7.2 59.0 54.5

Note the large differences between "other" supervisors and in
particular Sheriff's on items 3, 6, 9, 11, & 1l4. If we recall Part VII
we find the "other'" supervisors supervise on the average 492 people com-

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



10.

11.

Geographically:

Coordinating activities within and
between work units

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

Planning to meet emergencies

Analysing work units for more
effective operations

Making improvements where or when
required

Utilizing cost control methods and
procedures

Understanding laws and administering
departmental regulations

Measuring work unit output

Formulating realistic work objectives
and plans for the work group

Planning work priorities and
scheduling

6-48

Metro Suburban Outstate
57.1 44.4 52.6
76.1 74.0 48.6
66.6 70.3 68.4
76.1 8l.4 71.0
61.9 59.2 50.0
42.8 70.3 53.9
61.9 51.8 44.7
66.6 70.3 38.1
47.6 66.6 52.6
42.8 55.5 28.9



Management of People

Again only percentage greater or equal to 50 recorded

By Department:

Sheriff's Police Others

l. Getting individuals to participate

in setting their own work goals 55.5 72.7 77.2
2. Encouraging and accepting new ideas

from members of the work group 41.6 46 .9 50.0
3. Developing cooperative relationships

between "supervisors", associates, &

subordinates in the work group unit 44 .4 59.0 63.6
4. Planning of and participating in

meetings to build cooperation and im-

prove coordination 61.1 60.6 63.6
6. Build a group spirit and sense of

belonging 41.6 50.0 59.0
7. Encouraging creative thinking and

origination of new ideas 47.2 63.6 63.6
8. Encouraging individual subordinates

to make decisions 50.0 53.0 50.0

9. Reviewing each individual's progress &
problems in getting the job done
effectively 47.2 68.1 59.0

10. Discussing training needs with
individual employees 36.1 50.0 63.6

13. Helping individuals to adjust to new
responsibilities 52.7 60.6 59.0

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

efficient operation 47.2 57.5 77.2
15. Developing and maintaining effective

discipline 44.4 50.0 81.8
l6. Developing resexrves and replacements 58.3 65.1 31.8

Again the large differences between "Others" and "Sheriff's" in
particulaxr can perhaps be accounted for by the fact that the super-

visors in the "Others" group supervise approximately 200% more people

than the Sheriff's.
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the "Others" are Highway Patrol and Conservation Department.

that they are in

10.

13.

14.

15.

le.

Question 16 shows a trend very much the opposite way.

Geographicallyz:

Getting individuals to participate
in setting their own work goals

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

Planning of and participating in
meetings to build cooperation and im-
prove coordination

Building a group spirit and sense of
belonging.

Encouraging creative thinking and
origination of new ideas

Encouraging individual suboxdinates
to make decisions

Reviewing each individual's progress
and problems in getting the job done
effectively

Digcussing training needs with
individual employees

Helping individuals to adjust to new
responsibilities

Showing each individual how effective
performance of his job is required fo
efficient operation

Developing and maintaining effective
discipline

Developing reserves and replacements

Most of

It seems

a much better position for reserves and replacements.

Metro Suburban Outstate
52.3 74.0 71.0
66.6 70.3 47.3
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
57.1 48.1 46.0
52.3 62.9 57.8

x
66.6 59.2 55.2
57.1 66.6 48.6
52.3 77.7 51.3



Management of Ideas

All guestions are reported here.

By Department:

Sheriff's Police Other
1. Keeping informed on the latest
developments in the organization 38.8 65.1 50.0
2. Improving my own verbal communi-
cation skills 77.7 77.2 72.7
3. Developing a program to improve re-
lations between community agencies
and my own unit 63.8 72.7 40.9
4. Making effective presentations to
legislative and judical groups 72.2 74 .2 72.7
5. Knowing and working with key influen-
tial groups in the community which can
influence and affect my unit 75.0 72.7 68.1
6. Making use of electronic data proces-
sing 52.7 78.7 72.7
7. Managing information systems 55.5 63.6 81.8
8. Keeping abreast of the most recent
developments in the Law Enforcement
field 63.8 89.3 86.3
9. Ensuring that my work unit is kept
informed on progress and plans 47.2 56.0 54.5
10. Improving my own written communica-
tion skills 75.0 71.2 72.7
11. Understanding agency policies and
procedures 50.0 53.0 36.3




10.

11.

Geographically:

Keeping informed on the latest
developments in the organization

Improving my own verbal communi-
cation skills

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

Making effective presentations to
legislative and judical groups

Knowing and working with key influen-

tial groups in the community which can

influence and affect my unit

Making use of electronic data
processing

Managing information systems
Keeping abreast of the most recent
developments in the Law Enforcement

field

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

Improving my own written communica-
tion skills

Understanding agency policies and
procedures

Metro Suburban Outstate
57.1 55.5 53.9
80.9 77.7 75.0
66.6 70.3 61.8
71.4 77.7 72.3
66.6 66.6 76.3
90.4 77.7 61.8
80.9 70.3 57.8
85.7 85.1 78.9
76.1 48.1 48.6
80.9 74.0 69.7
57.1 40.7 50.0



10.

Management of Self-Development

All questions are recorded here.

By Department:

Sheriff's Police Other
Developing a positive attitude
toward the job 12.4 30.3 22,7
Improving my own managerial ability 77.7 92.4 95.4
Developing my own technical know-
ledge and skills 69.4 89.3 68.1
Accepting responsibility for my own
decisions 22.2 25.7 13.6
Learning how to conduct effective
meetings 61.1 78.7 45.4
Preparing reports 50.0 45.4 45 .4
Understanding the legislative process 55.5 68.1 54.5
Understanding Federal and State
standaxrds 63.8 66.6 45.4
Understanding negotiation procedures
with employee groups 52.7 45.4 40.9
Understanding my own job functions,
responsibilities, and authority 38.8 50.0 18.1



10.

Geographically:

Developing a positive attitude
toward the job

Improving my own managerial ability

Developing my own technical know-
ledge and skills

Accepting responsibility for my own
decisions

Learning how to conduct effective
meetings

Preparing reports
Understanding the legislative process

Understanding Federal and State
standards

Understanding negotiation procedures
with employee groups

Understanding my own job functions,
responsibilities, and authority

Metro Suburban Outstate
38.0 22.2 23.6
90.4 88.8 88.1
90.4 81.4 76.3
19.0 22.2 23.6
71.4 66.6 67.1
52.3 51.8 43.4
57.1 70.3 60.5
47.6 59.2 67.1
38.0 51.8 47.3
47.6 37.0 40.7



Part IX
Summary by Using Mean Yes Percentage for each Part

By Department:

Work People Ideas Self-Development
Sheriff's 46 .2 45.2 61.1 51.1
Police 48.7 53.3 70.3 59.2
Other 50.5 55.0 64.4 45.0
Geographically:
Metro 51.5 53.5 74.0 55.2
Suburban 55.5 54.9 67.6 55.1
Outstate 44.8 49 .4 64.2 53.8

Note that "Sheriff's" have answered "yes" much fewer times
than any other single group and because "Sheriff's" make up 31 of

76 of outstate respondents this lack of "yes" answer 1s reflected there.



Analysis of Part X

Management Values

Scale
1 2 3 4 5
Important Unimportant
Like Dislike
Easy Difficult
Good Practice Bad Practice
Developing Cooperation
Sheriff's Police Other
It is important 1.7 1.4 1.9
I Like to do it 1.6 1.4 1.6
It is easy 2.4 2.6 2.5
and is Good Practice 1.3 1.2 1.5
Metro Suburban OQutstate
It is important 1.4 1.6 1.6
I like to do it 1.5 1.7 1.4
It is easy 2.2 3.2 2.3
and 1s Good Practice 1.4 1.3 1.2
Developing Initiative
Sheriff's Police Other
It is important 1.9 1.5 1.6
I like to do it 1.9 1.6 1.8
It is easy 2.4 3.1 3.5
and is Good Practice 1.4 1.4 1.3
Metro Suburban Qutstate
It is important 1.2 1.6 1.8
I like to do it 1.6 1.9 1.7
It is easy 3.2 3.2 2.8
and is Good Practice 1.4 1.3 1.4
Persuading Subordinates
Sheriff's Police Other
It is important 2.3 1.8 2.0
I like to do it 2.6 2.2 2.0
It is easy 2.0 1.7 1.6
and is Good Practice 1.9 1.8 2.0
Metro Suburban OQutstate
It is important 2.0 2.1 1.9
I like to do it 2.1 2.4 2.2
It is easy 1.8 2.0 1.7
and is Good Practice 1.7 2.1 1.9



Giving Directions

Sheriff's Police Other
It is important 1.8 2.0 2.2
I like to do it 2.5 2.0 2.4
It is easy 3.8 3.5 3.5
and is Good Practice 2.7 2.9 3.3
Metro Suburban Outstate
It is important 2.0 2.0 2.0
I like to do it 2.1 2.4 2.2
It is easy 3.4 3.7 3.6
and is Good Practice 3.3 3.0 2.7
Reprimanding Subordinates
Sheriff's Police Other
It is important 2.7 2.4 2.9
I like to do it 3.7 3.9 4.0
It is easy 2.6 2.7 3.2
and is Good Practice 1.6 1.5 1.7
Metro Suburban QOutstate
It is important 2.7 2.9 2.4
I like to do it 4.3 3.9 3.7
It is easy 2.8 3.1 2.6
and is Good Practice 1.7 1.5 1.6

Supervisors in Law Enforcement Agencies consider that it is
important to "Develop Cooperation and Initiative" than it is"to
persuade, give directionsg to or reprimand subordinates". They
also "like to do" these two in preference to the others. However,
they find it easier "to persuade subordinates" than anything else.
"Giving Directions" is by far the most difficult and the supervisors
are not sure that it is good practice. Although they do not like to
reprimand; they find this easier to do than "Giving Directions® and
also consider it better practice than "Giving Directions”.



Analysis of Part XI

1. What do you think needs to be accomplished in your overall

2.

organization to improve management practices
organizational unit?

Responses:

"Training and more schooling" 29.84%
"More men' 6.45%
"Better internal communications" 5.65%

What do you think you need to accomplish to imp

management practices?

Responses:

"Training and more schooling"” 42.74%
"More schooling in management" 8.87%
"More men" 4,03%
"Knowledge of human behavioxr" 4.03%

of your

37

il

il
~J

rove your own

= 53

= 11

3. What do you think your supervisor needs to improve the
management practices of the overall organization?

4.

Responses s

"Training and more schooling” 12.10%
"More men" 5.65%
"Knowledge of objectives" 4.03%

Of the problems identified in 1, 2, and 3, how

solved or minimized by training?

Responses:

Mentioned in 1 61.29%

i

76 said improvement
Mentioned in 2 63.71% = 79 said improvement

Mentioned in 3 50.00% = 62 said improvement

15

i
]

]
U

many could be

could be made
could be made

could be made
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SECTION SEVEN
ANALYSIS OF INTERVIEWS WITH LAW ENFORCEMENT

EXECUTIVES AND OTHERS

I. INTRODUCTION

The following section of 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 Director for
the past six years. From April of 1951 until May of 1953 he
was employed as a special agent with the Federal Bureau of
Investigation. In the past ten years he 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 the College of St. Thomas in 1957.

Mr. Leyden was asked to participate in the Feasibility
Study by serving on the project staff and by interviewing
a cross section of police chiefs, sheriffs, and other inter-
ested parties regarding the establishment of a law enforce~
ment Academy in the state of Minnesota.

During the months of May, June and July of 1968 Mr. Leyden
travelled 1400 miles and interviewed some 34 police executives
on this assignment. A variety of locations, sizes and kinds
of forces were selected by the project staff for the interviews.

The limits of time and manpower to conduct the interviews
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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 interv<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>