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A COMPREHENSIVE STUDY

OF 20LICZ FIELD TRAINING PROGRANMS

INTRODUCTION

The polics officers of today are reguired to
accomplish a variety of tasks. They are =ntrusted with the
responsibility <Zor enforcing the 1law, solving crimes,
keeping the pez:e, ana protecting the c¢itizens of their
communities. 2s law enforcement has <taken steps to
professionalize itself and citizens have Dequn to aemand
more for their =ax dollars, the public;s expectations of
the police have risen.

Similarly, »olice managers of today are responsible
for providing c:ality police service within budgets that
are, oftentimes, grossly inadequate. They are also
entrusted with caveloping policies and procedures that will
protect their acz=ncies from civil liabili:zy.

Training 13 an important safeguard against many
lawsuits, but is often shelved for higher priorities. This
can be illustratzad by the fact that training standards and
formalized fielcd training programs are re_atively new.

Field traiaing can be defined as the on-the-job
training received by new officers following their formal

education in he solice academy. The training that recruits

#1474



reca2ive s3noula lay the rfoundation on which thev suila
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enforcement career, Used oroperly, this period can
strengthen weak areas, provice valuable experience <under
intense supervision, and, in some unfortunate instarnces,
provice the agepartment with tre necessary documentaticn to
termizace employment.

Znis paper will examine the field training pr:zcess

Cn

veginning with a history «¢I the development of Ziel
trainng programs in the Uniz= States and then exarining
the =selection and training o°f field training officers,.
Imporzant aspects of field training ©programs wil. ose
explainec, and tae paper will concluce with a brier l1c:zkx at

the Lzgal aspects of terminatizn and failure to train.
HISTCZY

20licing in America Dpezan with the watchman who
received no formal training and whose major responsiz:.lity
was to2 k=2ep the peace. Therz were no hiring or tre-ning
stanczrés and, therefore, many of theses early ofiicers
were incompetent. Law enfcrcement <continued to Lze a
haphazarZ selection process and provided no formal ofZicer
educazion or training for many years.

n the early 1900's, Aucust Volmer, City HMarsha.l in
Berke_ey, California, realizec that officers would nevzr bpe
of high quality without special training. He knew that
they nust know the law, know when to use force, and be able
to headle people in a variety of situations. As a result,

he developed the first forma. police training progrzm in
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Terea in

1905. In 1916, college c¢ourzes were O

'O

re_atea subjects at the University of California at
Berxelay.

Many police departments and colleges followed ~olmer's
lezd and began to implemen:t training programs ana college
courses. In 1909, the ©New York City Police Decartment
crzat=d the first police "academy" when 1t =expaniad the
curriculum of its School =&z 2Zistol Practice.2 . Edgar
Hocver formed the Federal 3ureau of Investigation iIn the
Dezartment or Justice in 1¢Z4, and its academy has :rown to

be considered by many as the leader in law eni:zrcement

30

trzining ana education. San Jcse College implementz: a two
yezr Associate Degree in law enforcement in 1930.3

States began to reguire a minimum level oI basic
trzining for new officerz during the first <=2ar of
emz_oyment. These standarcs have continued to incresizse and
the trend toward educating recruits has extended to include
almost every state in tzes United States. Texzs, for

exzaple, requires all «ciIficers to complete & basic

cerzification <course of =zt least 400 hours <covering

speTific topics and meeting certain standarzis of

inszruction. New recruitz must also pass a «written

licz2nsing examination zefore they receive their
4

cormission.

While many educationa. standards have been developed
an¢ implemented, it remans the responsibility »f the
incividual department to fi_l the gap between the thzory of

the academy classroom and t:e reality of the street. There



ar2 no stanagards for f.21d tralning programs, n2ither In
guantity nor guality.
The California Highway Patrol (CHP) and the Wichita,

xansas, Police Department ook steps to provide some form

I

of field training in the 1950
ne trainee riaing witha an experiencea orficsr for a
aonzh. While this type 2f program resembles tns programs

St today, it goes not involve the Gezall ana

L. . -, . 5
stanaardizaction orf those 2ow in use.

In 1965, the Presicznt's Commission on Law zZnforcement

anG Aaministration reccmmended that all policse agencies

mp_ement supervised fiz’d training programs.6 Zven with
zhis directi&e, the valusz of such programs conti-ued to Dbe
ignored. A survey conc.ctad by the IACP in 1:68 showed
thac 58% of all departments in cities ovar 10,000
copulation had no formal Zield training for recrui:s.7

During the 1970's, positive endorsement Zor field
~raining continued. ¥any criminal justice scholars,
inc_uding noted author 3Jerman Goldstein, suggested that
Zield training programs are an important toc. in the
djevelopment of effective police officers. In 2973, the
‘lational Advisory Commiszion on Criminal Justice Standards
and Goals recommended t-at recruits receive a =zinimum of
Zour months field traini:;.8

Many historians az:iribute the first forzal field
training program to t-.e San Jose, Californ: Police

department. The San Josz program was implement=1 in 1972

in response to a need for training identified aftzr a fatal
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motor vehicle accigent caused Dy the acticns OLf 4@ naw
3fficer.9 San Jose's program lasts 14 weeks and follows
sixteen weeks of acacemy training. Following theilr release

“rom training, the recruits <continue ¢to <ce <controlled

~hArough twenty-two wezxs of monitoring and evzluation. The
-raining 1s standariized to ensure that zl1 recruits
10

-

ceive consistent inZ>rmation.

(Y

Field training rsczived even more suppor: in 1983 when
~he Commission on Accreditation for Law Enforcement
igencies, Inc. (CALEx , the only police accr=zZiting agency
n the United States, required all agenciss to conauct
Zormal training for =r=cruits as one of its =zny standards
Zor accreditation.ll

Between September 1985 and August 1986, Michael S.
“dcCampbell conducted =z survey at the Nationa. Institute of
Justice.12 He sent ciestionnaires to 588 stzze and local
agencies that were sz_ected at random with t-e assistance
of the National Zziminal Justice  Referznce Service
{NCJRS). Of the agencies that responded, 183 reported that
zhey have a field tra.ning program, while 105 -eported that
zhey did not. Of the 183 agencies that had f:eld training
2rograms, 57% basec their program on tze2 San Jose

13 These studizs show that field trai-ing programs

anodel.
are deemed to be benzficial to law enforcem=nt agencies;
aowever, McCampbell's research proves that somz2 departments

40 not give them the aigh priority that they warrant andg,

Wwithout state mandatzs, may never provide szuch programs



with the aaministracive and obudgecary Sup2ort that tasy

deserve.

THE FIELD TRAINING 27FICER

The field trzining officer 1is the nost important
component  of any f£i=ld training progrzan. The most
well-planned progran will be worthlass wiczout competent,
well-trained officers to inplement it.

The primary mizsion of the field trainer is to teach
new recruits to function smoothly under str:ss and provide
them with sufficiant knowledge to serv2 the public
capably.l4 The cast choice <for this ctask is not
necessarily the mos: 2xperienced or most prciuctive officer
in the department. DJepartments that have sgant the time to
develop a successful training program shoulc also spend the
time to develop a3 successful field trzining officer
selection process,. This will ensure that only the best
gqualified personnel perform this important function. The
process should r=guire voluntary appliczticn for the
position. This shcws interest on the part ¢Z the applicant
and guards against :the selection of officers who may not
want to train.15

While the mos: experienced patrolman 21ay not be the
best choice, a tra.ner needs some experiernce in order to
prepare others for pacrol. Therefore, a 2ainimum service
requirement shoulc be included in the «c¢riteria for

selection.16



It 1s essential that trainers e =raspectad n toe

department. Sustained major comp_zints, nending

complaints, driving record, and supervisc:iy racommencation

should all pe consiaered when a selecticn 1is maade. The
17

officer's personnzi files should e examined™', and past
evaluations shoull be checked for high efZiciency ratings.
The fiela traininc officer should be a =cdel orficer who
unaerstands anc asnonstrates high efficienc:.la

The field <craining officers must »ossess «certain
gualities. They must be able to communica:zz with trainees,
to criticize tactZully and praise openly. They must have
the patience and =~otivation to teach.19 They should also
present an acceptznle appearance and demeanor to the public

20 The Field

and set a gooc example for trainees.
Training Officer Zurrziculum Development Ccamittee in Texas
suggests that agplicants for the posizion of ‘trainer
successfully compl2te a reading and writ-ng comprehension
exam and an oral .ntesrview. If chosen, trziners shoula be
prepared to commi:z themselves to the fielc zraining program
for one year.21

Following selzction, the new trainer aust be trained.
In 1973, the Nazional Advisory Commiss.on on Criminal
Justice Standards znd Goals recommended thzc field training
officers receive forty hours of specizlized training.
McCampbell's surve;y; showed that, of the 133 agencies with
formal training pragrams, 82% provided the.r field training
officers with special training prior ¢tc assuhing their

duties.22 Some zgencies will not allow an officer to
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train new recruits without sucn training.

Because the Jjoo of the trainer is different from the
job of the patrciman, new fiela training officers should Dbe

instructed in their new role and the c¢ivil liability that

they could face. They should also receive training in
communication, <teaching methods and training skills to
assist them In instructing trainees,. Field training

orficers must be educated for the paperwcrk involved in the
program which mz7 include task checklistz, evaluation forms
and evaluation zuidelines. Common evaluacion errors should
be discussea sc that they can be avoicdsad. Field training
officers must know how to document trainee performance and
when and how tc utilize remedial traininag. Trainers must
also be knowledc=2aple about the terminat:ion process.23

Field trairn:ng officers should be routinely evaluated
by both trainees and supervisors. Thiz will ensure that
the trainers are following the standardized program and are
providing new ©officers with the best possible field
training.

Many agenc.2s compensate field training officers for
their extra cities and responsibil:izies. McCampbell
suggests that compensation will assist the department in
attracting and retaining the most qualilIied personnel. He
also advises tzat paying trainers only while they are
actively training can help reduce the <cost of the field
training prograx. While 82% of the acancies he surveyed
train their fizld training officers, 9only 40% provided

special compensazion for them.24



Davia «W. MdacXenna contends that it i1s verv ilmportant
that field training officers be monetarily rewarded. He
recommends that all field training otfficers receive a
monetary incentive whether they are actually training or
not. This enablss the department to have field training
officers atterna neetings and training sessions, <enhances
the status of the position and increases interest 1in the
position. He sucgests that pay be increased when the
orficer is actually training.25

Every er-ort should be made t> select the most
qualified offlcersz to train recruits. It 1is imperative

be trained in orcer +to enhance their

(g}
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that these o
opportunities for success in their new role. The
responsibilitiss of this role are too Important to leave to
chance, and oiificers willing to accer-:z <the challenge of
building polics oifZicers from raw recruilts should be justly

compensated for it.
THE FIELD TRAILING PROGRAM

The most important asset to any »>rganization 1is 1its
human resources. It is the responsibility of each agency
to develop its empioyees' abilities so that they can reach
their fullest :-otential. This is especially true with the
new employee.

New officsrs embark on their law enforcement careers
with a sense »>f excitement and a feeliing that they are
going to be doing something important. It is Ehe duty of

the department to harness this enthusizsm and provide them



with Lthe neca2sszary tralining to perzorm their Sco. The
chief executive of the department must realize that recruic
training is & necessary part of the selection process andg,
if done haphazaraly or ineffectivelv, could lead to the

failure cf the employee and ;0Ssible harm to the

G

department. Managers must be willing to allocate the
necessary resourzces to ensure the success of the new
2mployee anc¢ the training program.26

Since mcst, if not all, field trzining is conducted in
the patrol civision, it is imperative cthat the commander of
that divisizcn, as well as its sudervisors and senior
officers, z.ogort the training program. It 1is even
suggested tnat field training shoold be assigned and
administered sy the patrol division. This avoids conflicts
that can <c¢zcur when two divisicns are involved in
policy-makinz, decision-making, and personnel

B

supervision.”’
Important Ascacts Of Field Training Pragrams

Once se_z2ctad, new officers ent=r the training stage
of their car:zer. Recruits are placez in a police academy
where they r=ceive classroom and practical instruction on a
wide wvarietw oZf subjects includinc the law, firearms,
defense tact.cs, and human relations, After graduation,
recruits entzr a planned, scheduled =zraining program aimed
28

at teaching tzem how to perform specific tasks.

In some cases, new employees oI a police department

may have alr=ady attended an academy zind may have prior law



enforcement :z=xgterience, In many instances, these oIZIlcars
must concencrate oOn re-learning tasks in order to I0L.0W
departmental wvolicies anc bpecome Iamiliar with paperwork
and other minor differences that =Xist between their new

departments anc their former deparctments.

Some 1D0lice agencies are ables to operate thelr own
academies. In these situations, ths recruits can Ze tTauchnt
specific ©oolicies and methods instead o0f the generic

instruction given by regional academies. Recently, some ot
these departments have implemented z new approach referred
to as an "incegratea model." Bcszon, Massachusetts anad
Madison, Wisccnsin, for example, =:clace recruits on the

period.

Iy

street at various intervals durinz che academy
This enablzs crainees to practice what they have learned
and also aics In identifying what thzv need to know.29

Field =zraining programs vary in length from 10 to over

. 3¢ . , . )
15 weeks.~" As stated earlier, iz has been recommended

that the orcgram last at leas:z <Zfour months. Some
departments will shorten the ¢training period for those
officers wizh oprior experience. Mczt agencies with formal
training przgrzms also include the spportunity for several
weeks of rezedial training which will be discussed later.

Regarc_ess of the 1length of the training program,
clearly wrizten policies should govern the program, and the
program shculd be administered ir a planned, organized
sequence. This will ensure that eazh trainee receives the
31

same quality and quantity of trainirsz.

During the development of the =zraining program, a task
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*Cer snou.C ce

analysis ior the job oL patzol ot

performed. In this analysis, =ach task a patrol oifficer is

o
N

required to perform should be listed. This analysis should

S

be used to ensure that the evaluation criteria are valic
and joo-relaced.32

The %task analysis can also be used as a checklist to
document tnze zraining of inaividual recruits. As a recrui:z
is exposea to a task, either by inszruction or periformance,
it 1s «checkeda ofr, datea, and initialed by both the
training cificer and the trainee. This will ensure that nc
areas of tne natrol officer's Jjob rave peen overlookeda anc
provide a zef=nse against a future :xlaim that, "My traininc

officer never ctcld me that!"
Phase Trairinc

Many =raining programs assign =2ach recruit to several
different «trzining officers during the course of the
program. Even with strict pclicies and standards,
personality =zand methods will <ciffer from office tc
officer. IXxrosing trainees to cifferent field traininc
officers will give them a broader +iew of law enforcement.
It will alzo zrovide the opportunic’ for new officers to be
observed &and evaluated by several craining officers whicth
acts as a safeguard against persoral bias and personality
conflicts.z3

It i3 also important that recruits receive the

experience of working all shifts. It would be unfair, for

example, ts train officers on one shift for sixteen weeks



when chev nay e assigned to ancther shirt upon r2.2ase
trom training.

For these reasons, many training programs are dividec
into phases. As with the overall program length, the

phases mav vary from department to department anc navy

19}

involve the =:rainees returning tc their original trainin

officer Zor the final ©phase. An eXample ©of pha

n
Y]

schedulin

X

-

[19]

Phase I (five weeks) - Firsc week orientacion. Ne
eva_iuatcion.

Phase II (rfive weeks) - Diff=rent field traininz
officer.

Phase III (five weeks) - DifZzsrent field traininc
otfficer. Must receivs

ratng of 4 or better to c:
Phase IV. Remedial trainirnsg
if ~ecessary.

Phase IV (one week) - Ass.gned to original filel:
traning officer.
Eva_uation phase. Traines

perzorms on his own.34
At ctz2e 2nd of each phase, &n end-of-phase report iz
completec and a meeting is held to discuss a trainee':
progress anc problems that may have been experiencec.
These meztings may be attendec bpy the field traininc

officer, ZIie’d training cooradinator, and the trainee.
Evaluaticn Svstem

The 20st popular form of trainee evaluation is ths
daily obsa2rvation report. The <czily report ensures tha:

each recruit receives immediate ~feedback and,. therefore,



will learn <aguickly. It lso requires the £field training

A

officer to document daily, rather than weekly, and should
provice nore accurate evaluation or a recruit's perrormance
in a specific situation,

Daily =valuations are generzally set up on a numerical
scale, wusual’.ly 1-5 or 1-7, wizh "1" ©Dbeing the lowest
rating. Recruits must achieve & "232" on the 5-point sczale
or a "4" orn the 7-point scale =: pe consiaerad performi:za
up to stancard. They must achlsve a rating that is =zt
least up to standaard in all rating categories in order =0
pe releasea Zrom training.

The daily evaluation report will also include an ar=a
for the training oifficer to ccmment on each trainee's
performarnce in further detail. Most forms ask for a
trainee's best performance or idsntified strengths, and 4:z2

trainee's worst performance or :identified weaknesses, =S

well as any additional comments :that the trainer needs =0
make.

The resport 1is signed by the trainee, the field
training orfZicer, and the training coordinator, and mzy
also be 3igned by the field traizing officer's supervisors
and the zatrol division commander-. This provides everyc:e
the opporzunity to follow the recruit's progress.

The key to a fair, imcartial evaluation is a
standardizec set of evaluation guidelines. The:ze

guidelin=s should <clearly <define the acceptable a-xd

unacceptzple performance. This «ill ensure that all field
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training offic2rs 15e the same <criteria ©O 2avaldata avar’y

2K
trainee.””

Some examples o©f evaluation categorie and treir

guidelines:

I. Driving Skills - Normal Concitions
1. <CTrnacceptaple: continuzlly violates Trarfic loae
{speed, traffic siu.als, 2tc.); involved in
cnargeable accicdent; _acks dexterity ind
coordination during venicl=2 operation

4, Acceptable: ability tc maintain control oL
vepnicle while being za_=2rt to activity outsiae of
vehicle; practices gooda detensive driving
t2chniques

7. Superior: sets good =z=xample of lawful, court=sus
2riving while exhibiting good manipulative s<ill
raquired of patrolman (i.e., operate racio,
ucilize hot sheet, etc.,

II. Seslf-IZnitiated Field Activizy
1. <Tnacceptable: does nc: see, cor avoids activizy;:
cces not follow up :-n situations; rationalii:zes

suspicious circumstanczs and does not investiga:tz

4. Acceptable: recognizes and identifies suspec:ted

criminal activity; ~akes cases from routine
activity
7. Superior: catalogs, maintains and s3es

information given during oriefings and from wazch
culletins for reasonacie cause to stop vehicles
nd persons, and makss subsequent good quality
rrests.

oo
[S I ¢

Ql

IZ used properly, aaily =7aluaation reports can k= a
useful tocl that can provide =:ze training officer witz a
writter record of a recruit's progress as well as provicing
supporz for remedial training azd cermination. However, if
complertad with little thouzht to the accompanving
guidelines, they become nothinc more than additional paoer

work.



Remeclal Training

Remedial training is that =training which specitfically
addresses an identified area of agericiency in a trzinee's
. 37 s .- e o
performance. This perioa nay o0e an additional one to
two weeks oL intensive training in a specirfic area such as
repcrt ~riting. However, it nay consist simply of Zirther
instruction in a particular tzsk that 1s done in the :ourse
of & normal training phase. Such training would tnzn bDe

docurentad on the adaily valuation report for ZIiture

11

Termination

There are times when <:=he termination of a rsacruit
becomes necessary, and while it may be aifficult tc take
such action after much time zna money has been invesz2d in
the ztrainee, termination mus:t pe approached from the view
of wnat 1is best for the community and the department as
well as the trainee. It servas no benefit to the comzunity
to place officers on the str=st who are unable to serve in
a ccmpetent manner. The depzrtment will ultimately szuffer
from mistakes and could 1zave itself open for =ivil
laws:iits. It 1is also unfa:r, and could be cons:iered
crue’l, to allow recruits to flounder in a situatiorn that
they are ill-prepared to face.

Nhen trainees complete the prescribed training zeriod

and zave been given the oppcrtunity to engage in renedial

trairning, they should be =-erminated if they ars not



di

perrorming up to minimum departmental stancards., Tne field

|

[
&

ning

1

training program coordinator and the ield zra

[

ofZicer should meet and compi.e the necessary documentation
toc support their recommencation in a report to the chief.
Tra chier should review the aocumentation to ensure that
rcunds for termination exist.

At times, it will become evident during the =:raining

period that the trainee snoulz e terminated. Thi:z should
pe pased on two specific cirzcumstances:
1. When the entry level otfficer has engagec in any

conduct that woulc normally result in a terzination
for any employee oI the department.

2. When the entry level otficer has been declared a
b

Manifest Sarety Hazzra.

The failure to percsive an apparent danger and an
irzppropriate response oncs tihe aanger is realizec¢ are the
tws major criteria for <Zaclaring an officer a “anifest
SeZety7 Hazard. The omissicn, of a desirable respcnse in a
gi7en situation, or the commission of an undssirable
rzsponse, must be highly visible, and the response must be
c_.2arly dangerous to whomewer may oObserve the acticn in the
sizuation. The circumstancz, the frequency of restonse and
tz2 situation must be cons.dered before the declarz:zion can
b= made. Allowances must se made for mistakes tha: may be
czasidered learning mistak2s made in the normal c¢surse of

t:aining.39

Tzzhnical Skills Vs. Human 3kills

It is obvious that ornz of the major objectivez of any
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1d training program s teaching recrults th zechnnical

()]

skills of the Jjob. Trzinees must e 1instructad in the
oroper use or the radio, the paton, and the comgp.2tion of a
nyriad of forms. They must also learn cepartmental
solicies and the mountain of laws that they are :f2sponsible
Zor enforcing.

However, common sense, maturitcy, Jooa judgment,
Wiscdom, intelligence, ccmmunication apility ana zommand oL
amotions are as impcrztant as raw technical skills.
Recruits must be taugnz wWhen and nhow to use 1laws ana
orocedures, when and hcw not to use them, and 0w to use
Zorce when force is app::priate.40

These skills cannot be taught comp.ztely and
sffectively inside a clzssroom. It is very impcrtant that
the fielda training prczram addresses the neeZ for such
training. Field traininz officers must be able o instruct

recruits in these are and provide a good =zample for

I
t

them. The trainees' =szhibited behavior of th2se skills
must be observed, corrected when necessary znd always

documented.

Legal Aspects

There are numerous ways to incur civil 1l:ability in
po_ice work. Many veterans will testify that a 2erson who
stays in law enforcement for any length of time will
eventually be named ir a lawsuit. Formal, s:andardized
training programs can zssist law enforcement zgencies in

protecting themselves acainst civil suits.



First orf all, rizla crailning »rograms can Jroviae che
necessary documentation to support termination aecisions.
McCamppoell's survey snowea that 21% of the departments who
reported having such a program observed a decrease in EEO

omplaints since implamenting their programs. ~

Q

Negligent appointment and lack of training are two of
che seven liability &areas that most c¢ommonly zarfect police
officers. An adeguate training ©program will provide
Observation and documentation of performance o0 5how that
cthe recruit displayec¢ the necessary ability o do the job
required which will help protect departmsncts against
allegations of neglizent appointment. Gooa dJocumentation
of the areas covered in training will  help avoid
accusations of lack of training.42 McCampcell's survey
reported that 30% of :ae departments with traizing programs
observed a decrease in c¢ivil liability comzlaints as a

result of their programs.43
CONCLUSION

Formal field tra:ning programs are a va.:.ablz tool 1in
preparing new officerz for their law enforcszent careers.
While such programs :ave been in existence »>nly a short
time, research documents their value to an organization.
The benefits of formzl £field training progrzms cannot be
ignored since they pr-.vicde standardized trainiag and better
documentation which erables a department to mac<e more valid

- c . . 4
declisions about recrul: retention. 4



Most training vrograms are aivided 1nto0 phases, ana
evaluation occurs caily. The avaluation system is
valicatea through Zob task analysis, anc guidelines are
providea to eliminate bias and personalities. The field
training officers are selected carerully and are specilally
trained for their cuties.

While traininc <crograms require <che allocation or
reallocation of rescurces, their overall cocs: i1s relatively
inexpensive, especiilly when compared wit:h EEO and civil
lawsuits. Proper. - developed and implecented progdrams
should result in :zetter trained and qua.ified officers.

These officers Wil ©Dbe prepared to con:tripute to the

overall effectiveness of the department. The end result

will be a departmert that is capable of me=2ting the needs

- . . - . ‘ e s 46
of the community in an etffective ana efficient manner.
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