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COMMISSION MEETING AGENDA ... ::..: L. 
• "I'll"<!! • 

'- J,,).. J. 

July 16, 1981, 10 a.m. to 5 p.m. 
The Bahia Motor Hotel, Del Mar Room 
99i:. ·west Mission Bay Drive 
San Diego,· California 

A. 

CALL TO ORDER 

ROLL CALL OF COMMISSION MEMBERS 

INTRODUCTIONS 

o New Commissioner Richard Pacileo, appointed 5-12-81 
e POST Advisory Committee Members meeting in joint sevsion 

with POST Commission. 

The first row of audience seating will be reserved for tbe 
Advisory Cotnmittee. A room has been reserved for a joint luncheon. 

APPROVAL OF MINUTES 

Regular Commission meeting April 16, 1981. 

B. CONSENT CALENDAR 

1. Receiving Course Certification/Decert:_g_i,_<;:ati_?n ~<;lf!Ort 

Since the January meeting, there have been 30 ne'.v certifications, 
and ll decertifications. 

In approving tbe Consent Calendar, your Honorable Commission 
takes official note of the report. 

?.. Affirming Policy Statements for Commission Poli_<:}' Mat~l.. 

Con~dstcnt v;.·ith Commission instructions, staternents of policy at 
previous Con~rnission n1cetings are resubmitted for affirrnation by 
the Connnission at a subsequ.ent meeting. 'This agenda itern covers 
policy statc.ments developed at the April 16, 1981, meeting. 

The staff report and cornplcte poli.:r staten1ent is sho-wn under 
Tab B. 2.- covering: 

a. .Arncndmc01t of Comrnission Policy B-4 to increase the dollar 
.value of contracts and interagency agreen1ents delegated to 
·the .Executive Director for 2-ppr,oval from $5,000 t:o $10,000. 

b. Add new category of Airport Policco to the policy statetnent of 
cat~go.ey entrants in the Specializ8d Progran1. 

In approving the Cvnscnt" Cv.lcnda.r J. your Honorable Gr)nLrniss io11. 
affi.rnis these po1ici.cf..;. 
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Consent Calendar - cont. 

3. 

Procedures provide for agencies to e.nter the Regular Program if 
c_erl:ain qualifications 2<re met. TheEl Cai:nino College Police 
Deparbnent met these requirements and has been accepted, 

This item is on the Consent Calendar for information. In approving 
the Consent Calendar, your Honorable ComnLiSsion takes note of 
receiving this information, 

4. Receiving Inform_ation on New Entr~es Into Soeci;.:tlized Prog~!£1 

5. 

The below agencies meet the requirements to enter the Specialized 
Prograrn and have been accepted: 

e Ontario-1v1ontclair School District Safety Depar!:n:Lent 
o San Luis Obispo County Airport Police 
e San Francisco Airport ·con1rnission Police 

This item is on tbe Consent Calendar for information. In a[J[HO'.'in.g the 
Consent Calendar, your Honorable Commission takes note of receiving 
this infornJ.ation . 

Receiving Report of Contracts l.!l..c ... luded in F. Y. l9ROi81_ 

As an inforrnation item and Co1nmi.ssion policy, a_ surqtnary of 3.11 
contract activity in v;hi.ch POST has been engaged during the pa,;t 
fiscal year i.s included under the appropriate tab. Those contracts 
which have been in excess of $5, OCO h2xe been before the Corn:::.:is­
sion earlier for app.roval. All adrnird.strative contracts under 
$5,000 are also shown in the report. 

In adopting the Consent Cale11dar, your l-lonol'able Commission 
acknowledges that the report has been received. 

6, ~~ublic Hearin;! For R:!'.::'ie~_of POST Recg_0atior,s 
Consistent "\"fith Office of Ad1.nh~~~strative _.Law R.£-~oui.".rements 

As required by the State Office cf Administrative Law, the POST 
Regulations v.rere r.evie\ved as to necessityj authority, clarity, con­
sistency, and refe.re11ce. A public heari:Jg ·was held by the Advisnr)r 
Cor:nrnittee and an1endrnents \Ver.e subsequently approved by the. Cornrnis-· 
sion"at its Apri.l rneeting. In the intervening 90 days, no further sug­
ge~-;tcd changes to the Regulation::: bave bet"!ll mader arid the n1a.tter rnay 
now be scheduled for public hearing. · 

In appl7oving the Consent Calendar~ the proposed atnenclrllents as 
approYed byr the Commission ett the April n1eeting are ::;ct for public 
hearing at the October 22, 191-:J, meeting tJf the Corn miss ion. 
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3. 

Setting Public liearing Re. Proposed Regulations - Nondiscrimination, 
-~§..!:~' tc -S~~~-r1-ecl ~E_2.8.r a:!._.!!~ a nc:l_ A c:t j.vit i.e s 

In accordance with Government Code Section 11138 and pursuant to 
Con'"lnlissi.on reviev..' at the April Cornrr1ission meeting, we have sub­
mitted the Commission's proposed Hegulations relative to the preven- · 
tion of discrimination in state-supported programs and activities to 
the Secretary of the Health and Welfare Agency, 

The only change to the document since last reviewed by the Commission.[ 
is proposed Section 1 039C relating to the use of alcohol and drugs as a , 

' 

8. 

9. 

disqualifier. The change is at the request of the Commission. 

In approving the Consent Calendar, the Commission accepts the 
proposed draft and sets the n1atter for a public hearing at the 
October 22, 1981, Commission meeting. 

Re<;;eivi.ng POST Computer Update Report 

Enclosed is a staff report on the status of the POST Compc:~e r and Data 
Processing Needs. This has been reviewed by the Long-Range Plan·· 
ning Comrnittee and returned on.this agenda at the Cornn1-issicn~s 
request for inforn1ation purposes. As with other itetns on the Consent 
Calendar, if the Con1rninsion \v£shes to discuss thio itelT] in detail, it 
may be taken from the ConseDt Calendar. Otherwise, in approving the 
Consent Calendar, yonr Honorable Cotnrnistiion acknowled.ges receipt 
of the report. 

Adopting Resolutions I:Jonorinf.LAd'::isorL_ Commit_teo 
Coombs, }krber_t Ellingwood, and Riclra.rd f.:."':cile~ 

lv1ernbcrs Robert ·-·--·---- -· 

In approving the Consent Calendar, the Comtnission adopts resoJ"J.t..:ions 
recogni.'?,i.ng the outf::itanding service of retiring metnbers of the POST 
Advisory Committee -- Rohert Coombz, Herbert Ellingwood, and 
Richard Pacileo. Copies of the resolutions are included under 
Tab B, item 9. 

C. FINANCI.ALREPORTFORF.Y. l9f~QL~ 

The Financial Report for F. Y. 1980/81 is being prepared and will be 
distributed at the CorYltnission rneeting~ A ver·bal report at the rneeting 
is also planned . 
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Agenda Items D through G come to your Honorable Commiss.ion as part of the 
Symposium on Professional Issues follow-up activities. As the Cornrnission will 
recall, the Symposium held last October resulted in a number of issues being 
identified for further study· and possible action. A Professionalizatim1· Coordinat­
ing Committee consisting of representatives of CPOA, PORAC, and the POST 
Commission appointed task forces from within law enforcement to study an.d report 
on 'the specific issues. These issues encompassed in Items D through G have been 
reviewed by staff and the Commission's Long-Range Planning Committee. 

D. TASI<; FORCE on EDUCATION and TRAINING (Pre-Employrnc,_!lt Training 
and Education) 

E. 

Included in the agenda packet under this tab is the report of the Task Force 
on Education and Training (Pre-Employment Training and Education). As 
noted, these recommendations have been reviewed by staff and by the 
Long-Range Planning Committee of the• Commission. The report of the 
Long-Range Planning Committee can be found under Tab D. It addresses 
pre-etnployment !:raining, the relevance and quality of pre-employrnent 
education, the relationship of the AA degree program to the Basic Ccurse, 
screening of pre-service students in basic courses, field training require­
ments, and other related issues. 

Chairman Trives has served as Chairman of the Long-Range Pbnni.ng Com.­
mittee and will offer the Committee's recommendations in the forrn of 
MOTIONS . 

TASK FQRCE en_ CONTINUING ED~~~T~ON and TRAINING - Group}.::_ 
(Increased Executive Trainin<c) 

Included in the agenda packet under this tab is the report of the .Task Force 
on Education and Training (Increased Executive Training). As noted, these 
recomrnendations have been reviewed by staff and by the Long .. Range Pla;l­
ning Committee o[ the Commission. Recon1rnendations as subrr.itted by the 
Long-Range Planning Committee can be found under Tab E and include 
eXpansion of the n1.auagetnent counseling program, mandating the Executive 
Developtnent Course, expansion of the Executive Setninal~ Series, and ot.her 
executive resources. 

Chairman Trives will present the Long-Range Planning Committee's recom­
mendations. 

F. TASI"' FORCE on LICENSING/ENHANCED CERTIFICATION 

Included in the agenda packet under this tab is the repc,rt of the Task Force 
on Licensing/Enhanced Certification and a copy of the pr:>poscd legislation. 
The report has bec·n reviev;ed by the Cornrnissi.on 1s Long~-Range Planning 
Conl.mitlee which recorntTtcnds certain rnoclifications in the proposed legis­
lation. The key amencln1entR l'"ela.f:e to -,.vhich peace officers sboul:l be 
includcc1; training and testin~~ requiretnenb-;, tirr1ing, and field trctining 
1'cquiren1enls. 
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Licensing Task Force - cont. 

Chairman Trivcs will present the Long-R2.nge Pla.nning Comrnittec's 

recommendations. 

TASK FORCE on NEIY ORGANIZATIONAL CONCEPTS 

Included in. the agenda packet under this tab is the report o£ the Task Force 
on New Organizational Concepts. The Task Force's recomnl.endation 
addresses a reorganization of the system of delivering police services in 
California. It has been reviewed by the Long-Range Pl.anning Committee. 

Chairman Trives will report that the Cotnmittee recommends referring 
the propcsal back to the Symposium Coordinating Committee for considera­
tion by local governrnent, professional organizations, the ~c,egislature, and 

other concerned groups. 

The following agenda iten<, Tab H, covers the report of an additional Symposium 
Task Force. This report has not been previously studied or reviewed by staff. 

(It should be noted that one ren1aining Task Force, that of Continuing Ech1c2.tion 
and Training, Group 1, is exploring the need .fo1~ adLtitior._al training for Sllpcrvisors 
and n1anagers, and for educational requirements for promotion to supervisor and 
manager. They have n1et several times, and thei..r rccornrnendations are still 111 

the-formative stage. It is now G.nticipatecl that their recommendations will be 
ready for submittal to the Comtnission at the October meeting.) 

H. TASK FORCE ON RETENTION STRATEGIES 

The Task Force on Retention Strategies has developed a report analyzing attri'­
tion rates in California la\r.r enforcement a.gencies alor;g v;:Hh gener.~J causes 
and remedies. This report and an executive summary is included as an 
attachment to this agenda item. The study and report has generated four 
recomn1.endations. The Profess ionalization Coordinating Con1tr1iHee supports 
the recommend<!-tions and additionally recornmends publication and distribu­
tion of the report. Recommendations are: 

1. That POST as.sume responsibility for gathering attrition data 
frorn local agencies on an ongoing basis for the purpose of 
monitoring police attrition. This information should be dissem­
inated t.o all agenc:i.es annually. 

2. That POST develop a regionalized concept of written testing and 
physic:al. agility and the development of an eligible list choulrl be 
c;q:dorcd o..ncl in-,.pJen1cnterL Such lists should be utilb:.cd in 
association '-vith Qualification Appraisal PaHe1s of individual 

agencies. 
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Retention Strategies Task Force cont. 

Re con1ntendat:ions: 

3. That POST establish, as a mm1murn standard, the requirerncnts 
and appropriate n1inimun1 passing levCl for reading and wr~ting 
tests developed by POST. 

4. That lateral mobility should not specifically be encouraged or 
discouraged, but should be open as an option for individual 
agencies. POST, i.n connection with its study oi attri.tional data, 
should analyze lateral mobility through its computerized data 
bank to determine its implications and impact over the next (:en 
years. 

This is brought to your Honorable Commission by way of a progress repor'L 
The appropriate a.ction on this report "·'auld be to refer it to staff for study 
and report back c::t the October rneeting. The Cornn-.iss;on tnay alsc). V/i::->h to 
ask tbe Long-Hat)_ge Planning Committee to revi.C'\\1 the repOrt as vvoll. 

I. TRAINING NEEDS ASSESSMENT ACTION PLAN 

At its April l 981 meeting, the Commission received the completed 1980-81 
Trai.ning Nl:ecls Assesstn.ent (TI,!A) report. and approved a plan '.v!-':!_-:-.reby the 
i.mplernentation of the TNA would be Ln·ought back over a pe1·iod of sevel:al 
meBtings in the for1n of- l'econ1mendations or progress repol'ts. · This agenda 
ite1n covers the :five topics to be reported on at this meeting. 

l. Innovativ·e. Forms of'Training_J?eliverv --Progress Repvrt 

At Hs April 1Deeting, the Con1.1nission authorize.c1 statf to begin a 
study to review this subject in order to make tr2.ining more 
ac(:cssible, efficient, and effective. By way of a progress report, 
st-udy i.s currently evaluating the use oi co1nputcr as a training aid.. 
Staff is also about to review the rnore extensive use of video delive1·v~ 
'self-study guides,· and other m.eans of maki.ng.t:raining available. , 

Moreover~, staff is working on a national syn1p.rysiurn on the state of 
the art on training delivery to be held sometim"' during the current 
fiscal year to help identify what io being done """tiona!ly. 

This is brought to your Honorable Commission by "'"'Y of a progress report. 

2. Simplified POST Reimburse_ment Procc_<iures- Pr?..gress Report_ 

This item has been assigned to staff to conduct a study evaluating 
simplification alternatives and l'cport to t}le Gornn1ission at a later 
n1.r~eti~1g. Al t:er.native proposals wi.H have to he ca.-.~efuUy re··.rh.:>.·,yed_ 
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Rein<bursernent Procedures -cont . 

with state control agencies and with a selected sample of the field. 
An inilial review of the alternatives for simplified reimbursement 
proccdu.res indicates that there is son1e feasibility for sin1plification, 
but because of legal aspects and the inter-relatedness of reimburse­
rrents with the overall training prograrr1, care must be taken that all 
in<plications are assessed before final proposals a1·e made. 

This is ·brought to your Honorable Commission by way of a progress 
report. 

3. First Aid and CPR Training Requirement 

Included among the issues identified for follow-up by POST in the 
1980-81 TNA were: 

a. 

b. 

Deve!op a concise video tape and cotnputer-o.ssistcd t:caining 
r.1-nd testing program to assist agencies in expedi.i:iously' satisfy­
ing the refresher training requirements for first aiel and 
cardiopulrnonary resuscitation (CPR), and 

Coordinate efforts relating to rnodification of the course contcat 
to conforrn more closely to the tasks actually performed by 
peace officers and to correct the disparity between th<: three­
year renevlal require1nent rtf:l.d one-year recet·tificati.lJ .. ~ :i'(:qui1·~-· 

nJ.en.ts of the An1.erican Red Cross. 

The Training Co:.:nmittee of the California Peace Oificer::J 1 Association 
indicated an interest in reviewing the First Aid/CPR reguirernents. 
Staff will be monitoring and working with then< as appropriah;. Staff 
will also monitor and coordinate work being donee by others in the 
multirnedia production area and report back to the Comn1ission. 

This is brought to your Honorable Commission by wc..y of a p.>:ogress 
report. 

4. Stress Management Training 

During F .-Y. 1980-81, several requests for increased stress training 
for peace officers were received fr_om law enforcen'lent agencies, 
PORAC and CPOA. In addition, the POST Traini.ng Needs Asc:essment 
survey listed stress training as a high priority. 

To meet this need, POST staff established a Stress Training ConS<Jetiurn 
composed of CPOA (Psychological Stress Committee) and PORAC rep­
resentatives. This Committe?. met in April and June. A course on 
11 training the trainers 11 of stress management v.;as designed. The develop­
ment of the cu.rt·iculurrJ on the subject ''Stress Awareness Training for 
lnf;truct-ors 11 is now under r·evie,N by the Con.s.ert~.un: before~ final 
certification by presenters i.B solicited. It is believed that lhe high 
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Stress Management Training - cont. 

priority set in the Training NeE;ds Assessrncnt Action Plan will be 
met with this new certified course. 

If the Cornmission concurs, the appropriate action would be to accept 
the report under this tab as the final report on the issue. 

5. POST Reimbursement of Reserve Officer Training and Availability_ 
of Reserve Officer Training 

The following issues were identified in the recently completed 
Training Needs Assessment: 

POST should reimburse expenses for reserves to attend 
mandated reserve training. 

Mandated reserve officer courses are generall)' available 
except in rural, isolated areas and tbis poses serious p.roblernr..; 

for agencies in recruiting reserve officers. POST should 
develop delivery n1eans such as mediated instruction, corres­
pondence training, traveling instructional .teams, etc:. 

The above issues are c01nplex and not easily resolved. Reimburse­
rnent for reserves is not currently ·permitted by la'.V and to do so 
would require a change in the language of 13523 PC. 

Delivery of reserve training to ren>ote areas of the S;:ate also poses 
a major problem since POST does not currently have the capability 
of delivering the training through existing resources. 

Discussions \vith department heads in remote areas indicates that 
the above recomn-tendations were made primarily becaus~ of POST's 
inability to provide convenient Level I training to remote areas of 
the State. Staff is studying alternative training delivery systems 
which, if successful, may eliminate the training delivery problem. 
Development of alternative training delivery system,; could reduce 
the perceived need to reimburse expenses for reserves to attend 
mandated·reserve training. 

Staff believes that any decisions on reimbursernent o£ reserves 
should be delayed until final legislative action is tal<en on A. B. 2078, 
and staff has time to fully explore alternative delivery systems. 

This itern is submitted to your Honorable Commission by way of a 
status report. 
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BASIC COURSE EQUIVALENCY PROCESS 

As Con1rnissione.rs are a\vare, POST has for tnany years conUuct~d 
equivalency evaluations and adn1inistered equivalency tests to persons who 
have acquired basic training outside the certified basic academy systern. 
Penal Code Section 13511 was arnended in 1980, and new provisions man­
date the equivalency process. Those new provisions in the law are operative 
on July 1, 1981, and require significant changes in POST's eqnivalency 
testing process. The major changes required are: 

o Allow testing of those individuals who are "under consider­
ation for hire" (currently the Comtnission's procedures 
allow for testing only those who are already employed), 

;_, 

o Provide re-testing opportunity for those who fail portions of 
the test (currently those who fail rnore than three segn-,ents 
of the test must attend the full certified basic course --those 
who fail three or fewer segments may remeuiate the deficient 
areas and be deerned to have satisfied the training reguire­
ment without further testing). 

o Establish a fee to be charged to applicants in order to recover 
all POST costs (currently no fee is charged). 

Other related changt:;s are required in e::d.sting Com1nissior1 Prcceclut.•es. 
A staff report under this tab explains significant changes in detail and 
presents a proposed revision of POST Adtninistrative Manual Procedure 
D-ll. 

Con1mi:ssioners may recall that approximately two years ago Procedures 
were revised to avoid continued testing of persons who were not yet 
employed. Cotntnissioners sl1ould be aware that a net effect of these changes 
is that POST, according to our legal adviser, is now engaged again in test­
ing as a part of the peace officer employer's selection process. 

Staff is currently revising the equivalency test and reviewing the equiva­
lency screening guidelines with a view toward providing greater defens­
ibility of the test from legal challenge. 

If the Cotnmission concurs, the appropriate action would be: 

o Approval of staff recommended revtstons to PAM Procedure 
D 7 ll; and direct that these revisions establish irnmediate 
interim procedures for equivalency evaluations and testing. 

.. Set a public hearing for October (as previously approved by 
the Commission at the Janua.ry rneeting) to allow field input 
and te> confirm the procedural changes. 
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ADVISORY COMMITTEE 

Barbara Ayres, Chairperson of the Advisory Committee, will report on 
the July 15, 1981, meeting of the Advisory Committee and other Advisory 
Cornn1ittee business. 

L. MEMBER VACANCIES TO THE ADVISORY COMMITTEE - . 

As the Cornrnission is aware, Robert Coornbs and Herb Ellingwood have 
resigned as public rr1en1bers of the Advisory CornLnittee. Chairman Trives 
is n01ninating two public me;~'bers to fill these vacancies: 

}.,fs. Mimi Silbert, Executive Dirceto~ of th.o Delancey Street 
Foundation, a private, non-profit rehabilitation ceutcr in 
San Francisco; she is also a fortner training consultant for 
the San Francisco Police Department. 

l\1s. Alice Lytle, Secretary, State and Consumer Services Agency, 
and Chairperson of the Governor's Task Force on Civil Rights. 

Additionally, the appointment of Sherif£ Richard Pacileo to the POST 
Commission created a vacancy for the California Sheriffs 1 Associc:.tion 
representative on the Advisory Committee. A letter has been received 
from the Sheriffs' Association nominating Ben Clark, Sheriff of Riverside 
County, as the replacement. 

Resumes of these three nominees have been included under Tab L .. 

M. LEGISLAT 1VE REVIE'V COM.MITT~E 

A report on the Committee's recomn-1endations resulting from its July 16, 
8 a.m. meeting, will be presented by the Comrnittee Chairman, Robert 

Edmonds. 

1. Correspondence: \'lhite House Response to Chairman Trives' Letter 

0. PROPOSED DAT~S AND LOCATIONS OF FUTURE COMMISSION MEET~!KiS 

P. 

October 22-23, 1981, Holiday Inn, HoJ.idome, Sacramento 
January 21-22, 1982, I'Cona l':ai Club, San Diego 
April 15-16, 1982, Flamingo Hotel, Santa Rosa 
July 15-16, 1'982, Holiday Inn- Harbor Vi·~w. San Diego 

ADJOURNMENT 
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Comm1ssion on Peace Officer Standards and Training 

MINUTES 

Apri116, 1981 
Sacramento Inn, Sacramento 

The meeting was called to order at 10 a.m. by Chairman Trives. A 
calling of the roll indicated a quorum was present. 

Commissioners Present: 

Nathaniel T rives 
Jay Rodriguez 
Robert Edmonds 
Jacob Jackson 
William Kolender 
Joseph Trejo 
Robert Vernon 
Joe Williams 
Rod Blonien 

Commissioners Absent: 

Al Angele 
John Van de Kamp 

Also Present: 

Chairman 
- Vice -Chairman 

Commissioner 
Commissioner 
Commissioner 
Commissioner (arrived 10:30) 
Commissioner 
Commissioner (present 11 until Noon) 

- Attorney General Representative 

Barbara Ayres, Chairperson, POST Advisory Committee, representing 
the Women Peace Officers' Association 

Staff present: 

Norman Boehm 
Dave Allan 
Ronald Allen 
Don Beauchamp 
Pat Cassidy 
Beverly Clemons 
John Davidson 
Gene De Grona 
Glen Fine 
Rachel Fuentes 
Bradley Koch 
John Kohls 
Ted Morton 
Jim Phillips 
Hal Snow 
Gerald Townsend 

George Williams 
Brooks Wilson 

- Executive Director 
- Chief, Information Services 

Chief, Field Services 
- Assistant to Executive Director 
- Staff Services Analyst 
- Associate Management Analyst 

Chief, Administrative Services 
- Consultant 
- Cl;>tei, Training Program Services 
- Secretary 
- Assistant Director 
- Research Specialist 

Consultant 
- Administrative Services Officers 

Consultant 
- Assistant Director 

Chief, Management Counseling Bureau 
Chief, Special Services 



A. 

Staff present - cont. 

Nancy Wolff 
Judy Yamamoto 
Imogene Kauffman 

Visitors' Roster: 

Ed Doonan 
Herb Hoover 
Ron Jackson 
Richard Lucero 
Walter Mendoza 
Roger Neuman 

Mike O'Kane 
Phil Pounders 
Otto Saltenberger 
James Shannon 
Austin Smith 
Bettye 0. Williams 

Shelby Worley 

APPROVAL OF MINUTES 

2. 

- Stenographer 
- Secretary 
- Executive Secretary 

- Sacramento County Sheriff's Department 
- DOJ Training Center 
- San Francisco Police Department 
- P.O.R.A.C. 
- DOJ 
- California Chiefs' Assoc., Chief of Police, 

San Luis Obispo Police Department 
- Sacramento Police Department 
- San Bernardino Sheriff's Department 
- Department of Consumer Affairs 
- San Francisco Police Department 
- Golden West College 
- Department of Fair Employment 

and Housing 
- Riverside Sheriff's Department 

1. Regular quarterly Commission meeting January 29, 1981 

MOTION- Jackson, second- Rodriguez, carried unanimously 
for approval of the minutes of the January 29, 1981, meeting. 

2. Special Commission meeting February I 7, 1981 

MOTION - Vernon, second - Edmonds, carried unanimously 
for approval of the minutes of the special meeting February I 7, 
1981. 

B. CONSENT CALENDAR 

MOTION - Jackson, second - Edmonds, carried unanimously 
for approval of the following Consent Calendar items: 

I. Receiving Course Certification/Decertification Report 

Since the January meeting, there have been 25 new certifications 
and 5 decertifications. The Report is made Attach~ent "A" of 
these minutes. 

. I 



.• ) 

• 

3. 

Consent Calendar - cont • 

2. Affirming Policy Statements for Commission Policy Manual 

The following policy statement for Commission Policy Manual 
was affirmed to cover the competitive award for training contracts: 

"Contracts for courses shall be awarded .competitively with the train­
ing to be presented in the most cost-effective manner possible con­
sistent with quality, cost, and need considerations. 

"All requests for Commission approval of contracts for training 
course presentations must include: 

1. Description of the process used to identify the presenter 
and assessment of interest and capability of other vendors. 

2. An analysis of the cost effectiveness of the. contract proposal. 

3. An assurance that the approach is in harmony with state 
requirements. " 

3·. Receiving.Information on New Entry Into Regular POST Program 

• College of the Sequoias Police Department has been accepted 
into the POST Regular Program consistent with Commission 
policy. 

4• Receiving Information on New Entries Into Specialized Program 

• Calaveras County District Attorney's Office, and 
e California Department of Heal Services, Investigations Branch 

were accepted into the POST Specialized Program consistent 
with Commission policy, 

5. Financial Report, 3rd Quarter 1980/81 

This report included report statements of analyses of the change in 
the POTF Accumulated Surplus for the 3rd Quarter ofF. Y. 1980/81; 
Revenue; and a statement oJ Distribution of Reimbursement. These 
statements are made Attachment "B" of these minutes. 

6, Adopting a Resolution Commending General Louis 0. Giuffrida, 
For mer· Director, CST!. 

7 . Adopting a Resolution Commending St;>.n Anderson, Director, 
Santa Rosa Regional Training Center. 

' I 
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CONTRACT APPROVALS 

1. DOJ /POST Training Contract 

MOTION - Jackson, second - Vernon, motion carried (Blonien 
abstaining) to authorize the Executive Director to prepare and 
sign a contract with the Department of Justice for services to 
be provided in an amount not to exceed $594, 072. 

2. Executive Development Course Contract 

MOTION - Kolender, second -Rodriguez, motion carried 
(Edmonds and Vernon abstaining) to authorize the Executive 
Director to prepare and sign a contract for the presentation 
of five Executive Development Course offerings for an amount 
not to exceed $47,350. 

3. Management Course Contracts 

MOTION- Kolender, second- Jackson, carried unanimously 
to authorize the Executive Director to prepare and sign 
individual contracts for the presentation of 21 Management 
Courses for an amount not to exceed $182,585, with the following 
vendors: 

csu. Humboldt 5 presentations $ 41,620 
csu. Long Beach 5 presentations 41,105 
csu. Northridge 3 presentations 24, 051 
CSU, San Jose 3 presentations 27. 174 
San Diego Regional 

Training Center 5 presentations 48,635 

Approximate cost of all contracts 182, 585 

4. Interagency Agreement with the State College and University System 

MOTION - Vernon, second - Edmonds, carried unanimously 
to approve the interagency agreement with the· California State 
University System, in an amount not to exceed $500, 000, to provide 
system analyst, programmer services and data processing services 
for the Standards and Evaluation Services Bureau. Individual pro­
jects will be specifically identified by Memos of Understanding that 
win· be approved by the ·Department of Finance prior to execution; 
it. being ,further understood that the POST Budget Committee will 
review and concur prior to final e~ecution of a MOU. 

• 

• 



5. 

5. 

Administration by Cooperative Personnel Services (CPS) of the 
POST Proficiency Test 

MOTION - Blonien, second -Edmonds, carried unanimously to 
authorize the Executive Director to negotiate and sign a contract 
with Cooperative Personnel Services of the State Personnel 

. Board in an amount not to exceed $28, 000 for F. Y. 1981/82, 
for the publishing, administration and scoring of the Proficiency 
Test. 

Commissioner Vernon requested that the Commission be presented with 
an analysis at the October Commission meeting <>n test validity and an 
analysis of test r~sults. 

6. Administrative Budget Contracts 

7. 

MOTION- Edmonds, second- Vernon, carried unanimously to 
authorize the Executive Director to negotiate and sign contracts 
for the following services: 

• 

• 

• 

• 

• 

Benetech Inc. $ 1 7, 000 
to provide computer analysis of an 
estimated 30, 000 CEI' s 

State Controller's Office. 60, 000 
to provide audits of 21 local agencies 
receiving reimbursements. 

Xerox 
to provide routine preventive 
maintenance, parts & labor. 

Dept. of Water Resources 
Microfilming of reimbursement 
claims & application for certificates. 

Wang Laboratories, Inc • 

Routine preventive maintenance for 
Wang System 30 Word Processing System. 

6, 271 

5,500 

5,400 

Attorney General Representative Blonien requested that future state­
ments of contract requests when appropriate include the amount· 
·requested fol:" such sel"vice the previous year. 

Benetech, Inc. Contract (Completing F. Y. 1980-81) 

MOTION - Jackson, second- Blonien, carried unanimously, 
to autqorize the Executive Director to seek amendment to contract 
#80-456-12 from $8, 000 to $14,000. 



Contracts - cont. 

8. POST Automated Information 
Operators Contract 

6. 

System-Programmer/Analyst, Key Data 

MOTION- Kolender, second -Trejo, motion carried (Blonien 
abstaining) to authorize the Executive Direct or to amend the 
existing Department of General Services contract to increase 
the amount from $87,800 to $177,100, an increase of $89, 300; 
this is to expand the number of key-data operators from three to 
five; and to extend the contract (including programmer/analyst 
services) from June 30, 1981, to December 31, 1981. 

9. POST Automated Information System - Computer Rental Contract 

MOTION - Vernon, second - Kolender, carried unanimously 
to authorize the Executive Director to negotiate a renewal of the 
contract with IV /Phase System, Inc., in the amount of $37,015 
for fiscal year 1981-82 to lease the computer equipment currently 
in use. 

It was requested by Commissioner Trejo, and there was Commission 
consensus, that a complete POST computer activity proposal be refer-

. red to the POST Long-Range Planning Committee for review and report 
of findings to the Commission at the July Commission meeting. 

10. PC 832 Study Contract 

MOTION- Edmonds, second - Trejo, carried unanimously to 
authorize the Executive Director to negotiate and sign a contract 
with Dr. Bruce Olson for an amount not to exceed $48, 900 to 
conduct a study in compliance with SCR 52, ·1980, of the training 
standard required by P. C. 832 and to recommend a plan of action 
of more appropriate training. 

11. Computer-Based Education Study Contract 

Chairman Trives passed the gavel to Vice-Chairmi,l.n Rodriguez and 
made the following motion: 

MOTION- Trives, second Trejo, motion carried (Ayes: Jackson, 
Trejo, Vernon, Williams, and Trives; Noes: Blonien, Edmonds, 
Kolender, and Rodriguez) to authorize the Executive Director to 
negotiate and sign a contract, not to exceed $48, 348, with Tom 
Anderson of the Justice Training Institute 
for the feasibility study of the application of 
computer-based education for law enforcement. 

J 



7. 

Contracts - cont. 

12. Executive Director Contract Authority 

MOTION - Vernon, second - Kolender, carried unanimously 
that Commission Policy B -4 be amended to increase the dollar 
value of contracts and interagency agreements de legated to the 
Executive Director for approval from $5,000 to $10,000. 

D. POST REGULATIONS REVIEW 

E. 

• 

MOTION - Edmonds, second - Trejo, carried unanimously 
to approve the findings for proposed amendments of the POST 
Regulations and set the matter for public hearing at the 
October 22, 1981, Commission meeting. 

PROPOSED REGULATIONS- NONDISCRIMINATION IN STATE SUPPORTED 
PROGRAMS AND ACTIVITIES 

MOTION - Vernon, second - Trejo, carried unanimously to 
accept the proposed regulations - Nondiscrimination in State­
Supported Programs and Activites, to be submitted to the 
Secretary of the Health and Welfare Agency for review and 
comment by May 4, 1981. Following any necessary alterations 
and additional review by the Attorney General, the proposed 
regulations will again be submitted to the Commie sion in July for 
acceptance and setting for. public hearing on October 22, 1981. 
F.inal Comrr:ission action will-tallow the public hearing. 

Commissioner Vernon requested that, if legally acceptable, the following lang­
uage be inserted in paragraph 1039 a. (following the word obesity) to state, 
"nor does it mean addiction to drugs or alcohol or any other health impair­
ments from that addiction." 

F. ADVISORY COMMITTEE 

G. 

Barbara Ayres, Chairman of the Advisory Committee and on behalf of the 
Committee, thanked Beverly Clemons for her excellent staff work and timely 
distribution . of the p·roj>osed regulation changes for review by the Advisory 
Committee, and thanked the Commission for the assignment. 

LEGISLATIVE REVIEW COMMITTEE 

A report on the Committee's recommendations resulting from its April 16, 
8 a.m. meeting was presented by the Committee Chairman, Robert Edmonds, 
and the following action was taken: 

S. B. 588: Requires POST to develop procedural guidelines and training re­
lating to cases involving child sexual exploitation or abuse. 

MOTION - Kolender, second - Jackson, carried unanimously 



Legislation - cont. 8. 

that POST remain "neutral" on S. B. 588 because similar courses 
are already being presented and there is no need for them to be 
mandated in state law. • 

A. B. 674: Allows fire department arson investigators to participate in the 
regular POST program. 

MOTION - Jackson, second - Kolender, carried unanimously that 
POST oppose this bill. 

S. B. 751: Allows school district police to participate in the regular POST 
program. 

MOTION- Kolender, second -Rodriguez, carried unanimously 
that POST oppose this bill. 

A. B. 1169: Requires POST to assist the Department of Justice in developing a 
course and a test in the use of firearms. This course and/or test 
must be completed before a concealable firearm could be purchased. 

MOTION- Jackson, second - Kolender, carried unanimously that 
POST remain "neutral" on the bill. 

A. B. 2078: Allows POST to determine the appropriate training standard for 
work alone, nondesignated reserve officers. 

MOTION - Kolender, second - Vernon, motion carried (Jackson - No) 
to support the bill if amended to allow the Commission to set the train- ,. 
ing standard for the nondesignated reserves. If not so amended, 
''oppose.'' 

Commissioner Jackson requested his statement be recorded for the 
record: "Dual standards for individuals doing the same work will be 
very difficult for POST to justify and, personally, a dual standard 
for like duties is intolerable for me to accept." 

H. TRAINING NEEDS ASSESSMENT - FINAL REPORT 

MOTION - Kolender, second -Vernon, carried unanimously 
to accept the final report on the Training Needs Assessment and 
approve its distribution to all law enforcement agencies 
and course presenters, and approve the suggested action plan 
for addressing issues raised in the training needs assessment 
to be reported back to the Commission over the next several 
meetings. 

I. QUALITATIVE EVALUATION OF OFFICER SAFETY /FIELD TACTICS COURSE 

A final report on the qualitative evaluations of the Officer Safety/Field Tactics 
Courses was presented. Results of the evaluation revealed the following: 

1. No significant differences in course quality were found between • 
tuition and non-tuition presenters. Any differences noted appeared 
to be a matter of emphasis of a particular topic or methodology. 

2. The minimum content specified by POST was well accepted by 



• 

• 

9. 

Evaluation - cont. 

trainees and presenters. 

3. Numerous common denominators of good quality Officer Safety 
Courses were identified and are reflected in the report's recom­
mendation relating to "POST Guidelines for Officer Safety 
Courses," It is staff's contention that if those guidelines are 
followed, the probabilities for consistently better training will 
increase. 

With the Commission's concurrence, staff will pursue the following: · 

1. Encourage additional course certifications by nontuition-charging 
institutions with particular attention given to the development of 
traveling instructional teams working for multiple presenters. 

2, Adopt the following "POST Guidelines" for the Certification of Officer 
Safety/Field Tactics Courses: 

a. Course content specified by POST is a mmtmum, and additional 
topics may be included with prior POST approval, This content 
will be evaluated periodically to ensure its relevance to police 
deaths and assaults . 

b. At least 50o/o of each course presentation shall consist of student 
practical application or demonstration, 

c. Each course must include some student exercises conducted dur­
ing hours of darkness. 

d. Presenters must have access to special is.olated facilities (e, g., 
network of roads, abandonded buildings, etc.) for the conduct of 
some of the student practical exercises. 

e. Presenters must include special attention to avoidance of: 

(1.) creating undue "paranoia" for officer safety resulting 
in citizen contacts, and 

(2) coverage of tactics contrary to most departmental policies. 

f. Instructors must have a high degree of credibility 
with in-service officers, which can be derived from experience 
as a currently practicing peace officer, SWAT assignment, 
research activities, etc. 

MOTION - Vernon, second - Trejo, carried unanimously that the 
Commission approve the report. 



1 o. 

J. SYMPOSIUM ON PROFESSIONAL ISSUES --FOLLOW -UP 

Reports from staff members were presented on behalf of the Professionaliza­
tion Coordinating Committee on the following four task forces: 

l, Task Force on New Organizational Concepts - Phase 1 

Consolidation and Regionalization 

George Williams reported that the Task Force had reviewed the 
literature and the personal awareness of its members regarding 
numerous approaches that have been either proposed or implemented 
in California or the Nation to provide operational or support services 
by local law enforcement jurisdictions jointly through consolidation or 
regionalization. The Task Force observed that this approach does not 

" • 

necessarily guarantee cost savings, but may and frequently does result • 
in greater effectiveness or efficiency. 

The Task Force found that a broader concept should be its recommenda­
tion. California police service should be consolidated so as to form 
a system in which the State is divided into geographic areas, each 
served by a police force all of them by law comprising the statewide 
system. The fractionalization of law enforcement would be eliminated 
permitting consistent services and competency throughout the State. 
It would also provide for standardized procedures and operations. 

The Task Force recognizes that the attainment of the police system 
objective can only be achieved by resolving substantial economic and 
political problems, and that during the transition the utility of the 
ultimate objective can be demonstrated by encouraging the regionaliza~. 
tion of such operational and support police activities as investigations, 
records, communications, special enforcement, purchasing, training, 
personnel selections, etc. 

2, Task Force on Continuing Education and Training - #2 

Gene De Grona reported that the Task Force recommends the follow­
ing be considered for adoption as part of the on-going executive level 
training process: 

• Comprehensive Executive Profile Assessment 
• 
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11. 

Professional Issues - Follow-up 

Task Force on Continuing Education - cont. 

e Executive Development Course 

Mandatory for all department heads in POST Regular and 
Specialized Programs. Recommends Commission Regulation 
amendment to properly mandate and establish specific guide­
lines. Recommends guidelines similar to those regulating 
management training. 

Current POST certified executive development course in conjunc~ 
tion with an assessment be considered the basic executive 
r'equirement. 

e Executive Series of Courses 

• 

• 

Designed to meet contemporary needs, 

Executive Resource Personnel 

Expansion of POST Management Counseling Services. 
Cadre of resource personnel to assist executive . 
Expansion of POST Field Management Training. 
POST list of exemplary projects. 

Reading and Tape Series 

Quarterly digest by POST of excellent management articles. 
Availabilty of video/audio tape series. 

The Task Force on Continuing Education for executives endorses the concept 
of a police college for executive, management and supervisory personnel, and 

· re'commends that a committee be formed to specifically address the issue. 

3. Task Force on Education and Training 

Brooks Wilson reported this Task Force recommended retention of 
the dual-entry pattern of training (train before hire or train after 
hire) with more formalized and documented screening of pre-service 
students, and the mandating of field training programs for new and 
lateral employees prior to field assignments. A recommendation to 
preclude substituting the AA degree for any part of the Basic Course 
was recycled for further consideration by the group • 



12. 

Professional Issues -Follow-Up 

4. Task Force on Licensing/Enhanced Certification 

Brooks Wilson reported this Task Force has developed proposed 
legislation which would upgrade the Basic Certificate to licensing 
status. Significant features of the proposal are the requirement that 
applicants ·for the certificate first pass a subject- matter examination, 
increased causes for denial or revocation of the certificate, inclusion 
of most peace officer categories; and making misuse of the certificate 
a misdemeanor. 

MOTION - K<?lender, second - Edmonds, carried unanimously 
that the Commission receive the report of the Professionalization 
Coordinating Committee; that staff do further analysis of the 
recommendations; and that the Commission authorize the Long­
Range Planning Committee to meet with staff for an in-depth 
study of the Coordinating Committee recommendations. 

K. POLICY FOR NEW CATEGORY- AIRPORT POLICE (Specialized Program) 

With the new provisions of Section 830. 4(k) of the California Penal Code, city 
and county airport police districts may employ peace officers. There are 
approximately six airport districts immediately eligible to participate in the 

• 

POST Specialized Program. It is anticipated other city and county airports • 
will establish police departments and will apply to enter the Specialized Program. 

MOTION- Edmonds, second - Trejo, carried unanimously 
to include the city and county airport police category to 

. participate in the POST Specialized Program. 

L. CORRESPONDENCE 

Correspondence from Robert Coombs, one of the public members of the 
Advisory Committee, requesting his appointment on the Advisory Committee 
not be renewed when it expires in September, 1981. 

M. NOMINATING COMMITTEE REPORT AND ELECTION OF CHAIRMAN AND 
VICE-CHAIRMAN 

N. 

William Kolender, Chairman of the Nominating Committee, reported it was 
the recommendation of the Committee to continue for one more year with the 
current Chairman, Nathaniel Trives, and Vice-Chairman, Jay Rodriguez. 

MOTION - Jackson, second - Trejo, carried unanimously 
that by acclamation the recommendation of the Nominating 
Committee be approved. 

OLD/NEW BUSINESS 

None. 

• 



______ , __ ,_, _______________________________ _ 

• 

• 

• 

o . 
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13. 

PROPOSED DATES OF FUTURE COMMISSION MEETINGS 

July 16-17, 1981, Bahia Motor Hotel, San Diego 
October 22-23, 1981, Holiday Inn, Holidome, Sacramento 
January 21-22, 1982, Kana Kai Club, San Diego 
April 15-16, 1982, Santa Rosa 

ADJOURNMENT 

rn<O!!<!!Jne Kauffman 
Executive Secretary 
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following courses have been certified or decertified since the January 29-30, 1981 
Commission Meeting: 

Course Title 

1. Basic Course 

Reserve Trng. , 
Level II, 
t1odul es A & B 

Presenter· 

NCCJTES, 
Sacramento 
Center 

Long Beacli 
Police Academy 

3. Firearms Instruc- Orange Co. S.O. 
tor Course 

4. Adv. Accident 
Inv., Part II 

5. Traffic Acci­
dent Investiga­
tion 

6. Hazardous 
Material 
Familiarization 

7. Street Gangs 

8. !~ornicide 
Investigation 

Techniques of 
Report ~Jri ti ng 

San Diego P.O. 

NCCJTES, Los 
Medanos College 

NCCJTES, Los 
Medanos College 

' NCCJTES, Los 
~led a nos College 

NCCJTES, Santa 
Rosa Center 

NCCJTES, Los 
Medanos College 

CERTIFIED 

Course Category 

Basic 

Approved 

Technical 

Technical 

Technical 

Technical 

Technical 

Technical 

Technical 

Reimbursement 
Plan 

N/A 

N/A 

IV 

IV 

II 

IV 

IV 

II 

IV 

Fi seal Impact 

$ -0-

$ -0-

$ 7,224 

$ .15,480 

$ 6,822 

$ 1 ,857 

$ 2,167 

$ 5,685 

$ 3,096 



I 
-2- ' i ; 

Reimbursement ' 
_course Ti t_k Presenter Course· Cate.g_~ Plan Fiscal I!JPj!Ct • ' ) 

I 0. Criminal NCCJTES, Technical II $ 6,822 
Investigation Sacramento 

Center 

11. Hotorcycle Glendale Technical III $ 31,496 ' ! 

Training Police Dept. 

12. Civil Disorder CSTI Technical IV $ 6,000 
f·lgmt. Seminar 

13. f.lotorcycle San Hateo Technical III $ 29,004 
Training Police Dept. 

14. Assertive Southwest Reg. Sup. Sem. III $ 8,014 
Supervision Trng. Center 

15. Hotorcycle San Diego P.O. ·Technical III $ 60,660 
I: 

' 

Training 

16. Reserve Trng., Hest Hills Approved NiA $ -0-
Level II, College 
~lodule B 

17. Driver.Trng., Ventura Co. Technical IV $ 1,548 I •• In-Service Sheriff's l. 

Department 

18. Ethnic Rela- Glendale . Technical IV $ 992 
tions & Gangs Comm. Col. 

19. Basic Course Sacramento Basic N/A $ -0-
(Extended Co. s.o. 
Format) 

20. ·Int'l. Terror- CSTI Technical IV $ -0-
ism Course 

21. Arson Investi- CA Dept. of Technical IV $ -0-
gation I Forestry 

22. Basic Course Sacto P.O. Basic I $ 40,598 i 
i; 

LETC 

23. f1rson Invest i- CA Dept. of Technical IV $ -0-
gation IV Forestry 

24. Arson Investi- CA Dept. of Technical IV $ -0-
gation III Forestry • 25. Reserve Trng., Rio Hondo Approved .•. N/A $ ~o-
f.lodules A & B College 



~ -3-

?. (. DECERTIFIED 

Reimbursement 
Course Title Presenter Course Category Plan Fiscal Impact 

l. Instructor FBI, Sacto Technical IV $ -0-
Development 

2. Reserve Trng. , San Joaquin Approved N/A $ -0-
Module C Delta Co 11 ege 

3. Reserve Trng., los Angeles Approved N/A $ -0-
f1odule C Co. S. 0. 

4. Instructor FBI - los Technical IV $ -0-
Development Angeles 

5. Basic Driver Academy of Technical III $ -0-
Training Defensive 

Driving 

(. 

(. 
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CON:HSSION ON PEACE OFFICER STANDARDS AND TRAINING 
PEACE OFFICER TRAINING FUND • ANALYSIS Ol' Clll\NGE IN ACCUNULATED SURPJ.US 

FO!l TEE QUA!lTEll ENDING NARCII :11, 1981 

r~csourcc 

Accumulntcd Reserve: July 1, 1980 
Less Correction Journal Entry 6-9 
Corrected Accumulated Reserve 
Revenue July 1, 1980 through Harch 31, 1981 

~Accrued Revenue 

Total Resources 

Expenditures 

Administrktive Costs. 
Cash Disbursed 

. ~ ' . 
Debts 'to ;be Pa1d. 

Total Administ-rative Costs 
. . '\ ·. 

Aid to Local Governments 
• Training C~aims·Paid 

( Training Claims to be Paid 
c.O'ntr8.ctual Servi'ces .Paid 
Contractual Services to' be 
Letter ·of- Agr·cerneni:\ a~d · 
·,·Room: Rent.:lls ·Paid · 

I 

Aid to Loi:a1 Government 

Prior Year_ Net Expenditures 

Total Expenditures 

'Subtotal, Accumulated Reserve 
' 
' 1'h.1s Reim\>urscments 

Paid 

Accumulat~d Reserve, Narch 31, 1981 

$l•,991, 738.73 
5 181.94 

$2,173;925.97' 
684,178.62 

$5,061,618.22 
.2,581,167.19 

584,968.27 
1,692,148.01 .. 

37,439.21 

$ 4,986,556.79 
11,211,825.59 
1,102,180.32 

$ 2,858,1QI•.59 

$ 9,957,340.90 

98,986.61 

' 1 • ':1'.-Duc to the pass2~·.e SB 11•28, Peace Officer Training Fund ~cvcnue \.Jill nmo~ be 
month 1 in nrrcnrS. 

' 

•:: one ,, 

l. > • . . 

l 

$17,300,562.70 

' ' ' 

I 

. i 

$12 1 716,lt58.8S 

$ 1,,584,103.82 

91,243.00 

$ 4,675,346.82 

reported 

~ 

l Attachment "B" · 
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OCTOBER 
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Cm·I:HSSION ON PEACE OFFICER STANDARDS Al'lD TRAINING 

PENALTY ASSESS:!ENT 
FUND 903 

$ 

1,102,180.32 

$1,102,180.32 

PEACE OFFI.CER TRAINING FUND 

STATnlENT OF REVENUE 
1980-31 FISCAL YEAR 

MARCH 31, 1981 

TRAFFIC CRIMINAL 

$1,005,966.53 $ 461,647.01 

506,493.64 271,555.75 

836,256.59 465,416.93 

924,249.07 416,441.65 

532,406.55 319,915.16 

1,040,145.22 527,579.26 

1,324,278.02 619,228.04 

646' 641.28 266,718.67 

455.528.70 89,593.14 

$7,351,965.60 $3,438,095.61 

SURPLUS INVESTMENT 
AND OTHER 

$ 8,380.00 

1,908.53 

4,309.48 

391,472.76 

2,163.61 

13,530.00 

$421,_7_6_4. 38 

• 

TOTAL 

$1,475,993.54 

859,957.92 

1,301,673.52 

1,345,000.20 

852,321.71 

1,567,724.48 

2,334,978.82 

915,523.56 

__ 1_,660,832.16 

1.1_~_31_4, 005.91 
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1981 
By 

the space p ed , b . scribe the ISSUES, BACKGROUND, 
separate labeled paragraphs and include page numbers where the expanded information can be located in the 

(e. g., ISSUE Page ). 

The following courses have been certified or decertified since the April 16-17, 1981 
Commission Meeting: 

Course Title 

1 . Staff Officer 
Mgmt: Sem. 

2. Motor Officer 
Trng. Schoo 1 

3. Nuclear Ship­
ment Safeguard 
Exercise 

4. Computer Crime 
Investigation 

5. Officer Safety 
& Field Tactics 

6. Crisis Inter­
vention Course 

7. Complaint Dis­
patcher Course 

8. Jail Operations 
(Basic Course 
Graduates) 

9. Jail Operations 
80 Hours 

Po J ice 
Budgeting 

Presenter 

LAPD 

LAPD 

CSTI 

DOJ-TC 

Alameda 
Co. SO 

LAPD 

NCCJTES, 
Butte Cntr. 

Sacramento 
Co. SO 

Cabrillo 
College 

San Diego Reg. 
Trng. Cntr. 

Utilize reverse side i!·needed 

POST 1-187 

CERTIFIED 

Reimbursement 
Course Category Plan Fiscal Impact 

Mgmt. Sem. IV $ 11, 250 

Technical III $ 55,000 

Technical IV $ 15,000 

Technical IV $ 15,000 

Technical IV $ 18,886 

Technical IV -0-

Technical II $ 9,096 

Technical II $ 36,385 

Technical II $ 13,652 

Mgmt. Sem. III $ 10,752 



CERTIFIED 
(Page 2) 

Reimbursement • Course Title Presenter Course Category Plan Fiscal Impact 

11. PR-24 Baton Baton Instruc- Technical IV $ 2,064 
Instructors tion Assoc. 
Course 

12. PCP Abuse UCLA Technical IV $ 30, ll 0 
Contra 1 
for Trainers 

13. Report Writing Central Coast Co. Technical. IV $ 1,486 
for Trainers .Peace Off. Acad. 

14. Driver Training NCCJTES, Los Technical IV $ 5,376 
Instructor Medanos College 

15. Heroin Sierra College Technical IV $ 2,064 
Influence 

16. Narcotic Enforce- Sierra College Technical IV $ 2,064 
ment for Peace ... 

Officers 

17. Heroin Central Coast Co. Technical IV $ 6,192 • Influence Peace Off. Acad. 

18. Narcotic Enforce- Central Coast Co. Technical IV $ 6,192 
ment for Peace Peace Off. Acad. 
Officers 

19. Crime Prevention San Bernardino Technical III $ 9,288 
Officer Trng. Co. SO 

20. Field Training Acad. of Justice, Technical II $ 10,233 
Officer Riverside CC 

21. Effective El Camino Technical IV $ 2,670 
Report Writing Call ege 

22. Chemical Agent ·central Coast Co. Technical IV $ 5,580 
Instructor Peace Off. Acad. 

23. Adv. Accident El Camino Technical IV $ 2,786 
Reconstruction College 

24. Adv. Special NCCJTES; Butte Technical IV $ 2,348 
Weapons & Tactics Center 

• 



CERTI FlED 

• (Page 3) 

Reimbursement 
Course Title Presenter Course Category Plan Fiscal Impact 

25. Law Enforcement Acad. of Justice, Technical IV . $ 4,83D 
Skills & Know- Riverside CC 
ledge Modular 
Course 

26. Auto Theft CHP Technical II $ 6,822 
Investigation 

27. Special Weapons NCCJTES, Los Technical IV $ 4,953 
and Tactics 'Medanos College 

28. Police Univ. of So. Mgmt. Sem. III $ 6,616 
s"udgeting California 

29. Reserve, San Diego Reg. Approved N/A -0-
Level I I, Law Enforcement 
Course Trng. Center 

• San Diego Reg. 30. Reserve, Approved N/A -0-
Level II I, Law Enforcement 

• Course Trng. Center 

• 



DECERTIFIED 
· (Page 4) 

Reimbursement • Course Title Presenter Course·category Plan Fi sea 1 Impact 

l. Reserve Trng. , San Bernardino ·Approved N/A -0-
Modules A,B Co. so 

2. Coroners San Bernardino Technical IV -0-
Course Co. so 

3. Defensive Rio Hondo Technical IV -0-
Tactics College 
Refresher 

4. Traffic Rio Hondo Technical II -0-
Accident College 
Investigation 

5. Modular Trng. Central CA Crmnl. Technical IV -0-
. for Law En- Justice & Delquncy 
forcement Planning District 

6. Organizational 
Deve 1 opment LAPD Mgmt. Sem. III -0-

7. Supp 1 ementa 1 LAPD Exec. Dev. Sem. III -0-
Mgmt. Trng. • 8. Arrest & Fire- LAPD Approved IV -0-
arms (PC 832) 

9. Planning Golden Gate Exec. Sem. III -0-
University 

10. Reserve Trng. , San·Diego Co. . Approved N/A -0-
Module B so 

11. Adv. Officer Sacto Law En- Adv. Officer II -0-
Course forcement Trng. 

Center 

• 



Commission on Peace Officer Standards and Training 

em Title 

POLICY STAT-EMENTS FOR COMMISSION POLICY MANUAL 
Bureau By 
Training Program 

June 29 
Financial Impact 

In the space p describe the ISSUES, BACKGROUND. ANALYSIS and RECOMMENDATIOXS. 
Use separate labeled ·paragraphs and include page numbers where the expanded information can be located in the 

(e. g., ISSUE Page ). 

ISSUE 

The Corrunission has directed that staff shall submit policy-matters for.affirmation 
by the Commission prior to inclusion in the Commission Poli.cy Manual. 

BACKGROUND 

·At the April 16, 1981 meeting, Commission action was taken to increase the dollar 
value of contracts and interagency agreements delegated to the Executive Director 
for approval from $5,000 to $10,000. 

lso at the April meeting, Commission action was taken to include city·and county 
rport police as a new category to participate in the POST Specialized Program. 

AriALYSIS 

The policy statements being submi"tted for affirmation is appropriate for inclusion 
in the Commission Policy Manual. 

RECm~MENDATION 

Affirm the policy statements shown below which were adopted at the April 16, 1931 
Commission Meeting. 

B4. Contracts 

All contracts or interagency agreements in excess of $10,000 shall be 
approved by the Commission. 

Contracts or interagency agreements of $10,000 or less may be entered 
into upon the authority of the Executive Director without approval 
of the Commission . 
. . . . . . . . . . . . . '• ............... . 

Commiss1on Meeting 4/16/81 

G3. Specialized Program Eligibility 

(add) City and County Airport police. 

Commission Meeting 4/16/81 

Utilize reverse side if d 
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Commission on Peace Officer Standards and Training 

Meeting te 

July 16-17, 1981 

Financial Impact 

space provided briefly describe the ISSUES, 
Use separate labeled paragraphs and include page numbers where the 

eport. (e. g., ISSUE Page ). 

A LYSIS and RECOMMENDATIONS. 
expanded~ information can be located in the 

ISSUE 

The El Camino College Police Department has requested entry into the POST 
Regular Program. 

BACKGROUND 

The College Department has participated in the POST Specialized Program since 
1971. The provisions of Section 830. 3l(c) Penal Code, permits a community col­
lege to create a police department. Section l3507(e) Penal Code places such a 
department into the Regular POST Reimbursable Program. The college has 
submitted the necessary Letter of Intent supporting_ POST objectives and regulations. 

ANALYSIS 

The department presently employs ten sworn members. All officers possess a 
Basic Certificate and adequate selection standards have been employed. The 
projected financial impact should be less than $1, 500 annually. 

RECOMMENDATION 

The Commission be advised that the El Camino College Police Department has 
been admitted into the Regular POST Program consistent with Commission policy. 

Utilize reverse 
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Commission on Peace Officer Standards and Training 

Date of Report 
April 15, 1981 

Financial 

the space , briefly descr the ISSUES, BACKGROUND, ANA ! .. YSIS and RECOMMENDATIONS. 
se separate labeled paragtaphs and include page numbers where the expanded information can be located in the 

rt. (e. g., ISSUE Page )., 

ISSUE 

The Ontario-Montclair School District has requested that their Safety Department be 
included in the POST Specialized Program. 

BACKGROUND 

The provisions of Section 830. 4(g) Penal Code permits the school district to employ 
sworn peace officers. The district's Governing Board, on January 8, 1981, passed 
a proper resolution supporting POST objectives and regulations. 

ANALYSIS 

The district presently employs three sworn officers who possess POST Basic or 
higher certificates. An on-site visit reveals that adequate background investigations 
and other POST selection standards are used. 

RECOMMENDATION 

The Commission be advised that the Ontario-Montclair School District Safety 
Department has been admitted into the POST Specialized Program consistent 
with Commission policy. 

e side if needed 
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the space provided below, brie describe the ISSUES, BACKGROUND, 
se separate labeled paragraphs and include page numbers whe:re the expanded informc..tion can be located in the 
eport. (e. g. , ISSUE Page ). 

ISSUE 

The San Luis Obispo County Airport Police Department has requested entry into the POST 
Specialized Program. 

BACKGROUND 

The provisions of Section 830.4(k) Penal Code permits the establishment of a police 
department by a city or county. The county's Director of General Services and Airport 
Manager have submitted a Letter of Intent to subscribe to POST standards and training 
requirements. 

ANALYSIS 

The agency presently employs four sworn personnel who have completed a POST Basic 
Course and possess or are eligible to possess a Basic Certificate or higher. An 
on-site visit reflects the department's ability to conform to POST selection standards. 

RECOMMENDATION 

The· Commission be advised that the San Luis Obispo County Airport Police has been 
admitted into the POST Specialized Program consistent to Commission policy . 

• 

Utilize .reverse s 
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1981 

space pr , briefly describe the ISSUES, BACKGROUND, 
se separate labeled paragraphs and include page numbers where the expanded information can be located in the 

rt. (e. g., ISSUE Page ). 

ISSUE 

The San Francisco Airport Commission has requested entry of their police department 
into the POST Specialized-Program. 

BACKGROUND 

The provisions of Section 830.4(k) Penal Code, permit the Airport Commission to employ 
s1~orn peace officers. The Airport Commission has passed a proper resolution supporting 
POST objectives and regulations. 

ANALYSIS 

The department presently employs 181 sworn personnel. An inspection of the agency 
records reflect all sworn officers have received adequate basic training. Advanced 
Officer and management training deficiencies have been discussed and a schedule of 
training developed to assure compliance with POST standards. 

RECOMMENDATION 

The Commission be advised that the San Francisco Airport Commission Police has 
been admitted into the POST Specialized Program consistent to Commission policy. 

if needed 



Commission on Peace Officer Standards and Training 

,• 

Date of Report 

July 2, 1981 

RcportQ Financial Impact 

In the ~pace pr below, icily describe t e ISSUES, BACKGHOUND, Al\i'A_LYSIS and RECOMMENDATIONS. 
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the 
report. (c. g., ISSUE Page ). 

Issue 

Commission policy requires that, at the end of each fiscal year, a sumn1ary of 
all contracts executed by POST during the year be submitted for review, A 
complete listing of those contracts is attached. Those contracts which exceed 
$5,000 have been previously reviewed by the Commission, 

Staff is, of course, availableto answer any questions that Commissioners n>ay 
have about individual contracts, 

ilizc rcvcrsl: :>ide if needed 
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Contract 
Number 

80-455-1 

80-455-2 

. 80-455-3 

80-~.55-5 

80-455-6 

80-455-7 

80-455-8 

80-455-9 

Commission on Peace Officer Standards and Training 
1980/1981 Contract Report 

June 30, 1981 

Name of Contractor and Services Provided 
r,mount 
of Contt·act 

Allen's Press Clipping But·eau $ 760.00 
Provide clippings of newspaper articles on law 
enforcement ft·O!n daily and weekly ne1·1spapers 
relating to personnel training, employee relations 
internal problems, new pr·ograms and major pol "icy 
changes. 

. San Sier·ra Business Systems, Inc. 
-Provide maintenance service on the State 

equipment • 

Mom·oc Cal cul at or Company 
Service· on !1onroe equi prnent. 

Wang Laboratories, Inc. 

Pt·ovi de maintenance service on equipment 
located in Word Processing 

Lockheed Missiles & Space Co., Inc. 

Provide Dialog Information Retrieval Senice. 

Normvn Stamper. 

Make a· survey of the POST organizational 
stt·ucture. 

Research Consultinq Services, Inc. 

Cont"inuation of contract 79-405-11, Amendment 1 
J. Kohls 

Xerox Corporation - 4000 

Maintenance 

Xerox Corporation - 7000 

r~ai ntenance 

990.00 

655.00 

4,217.00 

1,200.00 

4,074.00 

14,720.00 

1,692.00 

3,336.00 



Contract 
Number 

80-455-10 

80:-455-11 

80-455-12 

80-455-13 

80-455-14 

80-455-15 

.80-455-16 

80-455-17 

80-455-18 

80-455-19 

N arne of Contractor and Services P1·ovi ded 

Human Stress l\nalysis, Inc. 
Ass1st POST in development of job analysis data 
collection instruments. G. Williams. 

Norman H. Stamper 
Conduct a three day team building 11orkshop. Executive 

Teleray, Division of Research, Inc. 
Furnish mai11tenance services for terminals and 
associated equipment. G. Williams 

··Pitney Bowes 
Maintenance on postage meter 

Pitney Bowes 
United Parcel meter 

D & K Business Machines 

t-laintenance on Olivetti 1600 Copies 

Davis Medical Group 

Conduct-. Basic Phys:tca 1 Exuminati ons 

State Personnel Board 
Cooperative Personnel Services Agrees 
to Administer the Reading and Hriting 
Test Program J. Berner · 

Dr. Robert Superko 
Conduct Ba.sic Physical Examinations of 
9 Officers J. Berner 

Arcus Inc. 

Pro vi de transportation, storage and security 
service for the State, of State's computer Disc' 
packs, word processing diskettes a.nd micro fi'lm. 

P. Cassidy 

Amount 
of Contract 

$ 21,~22.5-

3,178.00 

200.00 

330.72 

330.72 

337.50 

1,200.00 

. -0--
540.00 

500.00 

• 



• 

• 

• 

Contract 
Number 

80-455-20 

Name of Contractor and Services Provided 

Norman H. Stamper 
Conduct a one-day follow-up meeting 
related to a three-day TB\~ conducted 
Sept. 4-6, 1980 Beauchamp 

GRAND TOTAL 

C - Contract Complete 

$ 

Amount 
of Contract 

500.00 

$ 60,383.44 



,.• 

• 

• 
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Contract 
Number 

80-456-1 

80-456-2 
Amendment 

No. I 

80-456-3 

80-456-4 

80-456-5 

80-456-6 

80-456-7 

80-456-8 

80-456-9 

80-456-10 

Commission on Peace Officer Standards and Training 
1980/1981 Contract Report 

June 30, 1981 

Name of Contractor and Services Provided 

CSU, Long Beach, Foundation 
Conduct five ~1anagement Course presentations 
for the State. Oil•1icel i 

State Personnel Board 
Scoring basic course test answer sheets on 
a scanning device. Pinola 

Humboldt State University 
Conduct five course presentations. Dmiceli 

California Peace Officers' Educational 
Research and Traininq Corporation 

Publish the manual entitled ''1981 Legal 
Update". Beauchamp 

California Peace Officers' Educational 
Research and Training Corporation 

Conduct eighteen presentations of the 
POST approved six (6) hour seminar entitled 
"Legal Update: New Laws and Court 
Decisions Affecting Lm~ Enforce;nent". Beauchamp 

California State University Foundat·ion, 
Northridge 

Conduct three management Course presentation. 
DiMiceli 

San Jose State University Foundation 
Conduct three management course presentation. 

DiMiceli 

San Dieqo Regional Training Center 
Conduct five management course presentation. 

DiMiceli 

Department of Water Resources 
Prov1de microfilming services. Wilson 

Cal-Poly Kellogg Foundation 
Conduct five executive development course 
presentations. DiMiceli 

Amount 
of Contract 

$30,710.00 

2,125.00 

41,372.40 

3,774.00 

19,080.00 

23,946.00 

25,512.00 

44,235.00 

4,704.04 

44,780.00. 



Contract 
Number 

80-456-11 

BG-456-12 
Amendment 

No. I 

80-456-13 

80--456-1.4 

80-456-15 

80-456-16 

80-456-17 

80-456-18 

80-456-19 

80-456-20 

80-456-21 

80-456-22 

Name of Contractor and Services Provided 

Department of Justice, Traininq Center 
Make training presentations through its Patrol 
Institute and Investigation Institute. Stewart 

BENETECH, Inc. 
Contractor agrees to process approximately 
15,385 CEI's and provide printouts. Clemons 

Military Department (CSTI) 
Make POS-T-certified training presentations primarily 
to Cal·iforni a 1 aw enforcement personnel whose agencies 
are in the POST n~imbursement program. Brown 

J. Rousseau Martin 
40 hours of instructions on training techniques 
to the PR 24 Baton for pol ice trainel-s. Brown 

Drake A. Robles 
40 hours of instructions on training techniques 
to the PR 24 Baton for police trainers. Brown 

Fou~-Phase Systems, Inc. 
Rental of Printer and Two Horkstat·lons. Cass·ldy 

Department of General Services 
Services of one Programmer Analyst and three key 
data operators to work on implementation of POST 
Automated Information System. Adm. 

Four Phase System, Inc. 
Rental of Disc Orive, Printer, two workstations, 
Memory Units, Processor, Processing Unit, and 
Decimal Instruction Set. Cassidy 

Four Phase System, Inc.· 
Rental of three workstations. Cassidy 

State Controller 
Provide necessary office and field auditing 
services. Davidson 

Four Phase System, Inc. 
Rental of Disc Drive and Memory Unit. Cassidy 

Research Consulting Services, Inc. 
Pro vi de key data entry and data processing services 
that will assist the State in analyzin~ the State's 
Management Course presentations. · Morton 

Amount 
of Co~ 

571,000.00 

17,000.00 

343,842.00 

765.00 

765.00 

• 87,800.0( 

$ 21,276.00 

1,182.96 

50,000.00 

7,822.80 

500.00 

• 



,. - Contract 
Number 

• 80-456-23 

80-456-24 

80-456-25 

80-456-26 

80-456-27 

80-456-28 

• 80-456-29 

80-456-30 

80-456-31 

80-456-32 

80-456-33 

• 

Name of Contractor and Services Provided 

Jan Deveny 
Speak at Symposium on 
October 1 - 3, 1980. 

Professional Issues being held 
Snow 

Mark Shields 
Speak at Symposium on 
October 1 - 3, 1980. 

Professional Issues being held 
Snow 

John Gist 
Make a management survey of the Cic):y of Folsom. 
Davidson 

Research Consulting Service 
Pt·ovi de key data entry services and make 
statistical analysis of State's Ten Plan 
questionnaire. 

Four-Phase Syste~s. Inc. 

a 
survey 

Beck 

Delete, retain, and add the following from 
contract No. 80-456-16. Cassidy 

Military Department 
Make POST-certified tra·ining presentations 
primarily to California l av1 enforcement personnel 
whose agencies are in the POST reimbursement 
program. Stev1art 

State Personnel Board 
Cooperative Services 
Provide Proctors For Administering The 
POST Basic Course Proficiency Exa~ina-
tion Rolls G. Pinola 

Military Department 
Make POST-certified training presentations 
primarily to California law enforcement 
personnel vlhose agencies are in the POST 
reimburse~ent program. D. Stewart 

University of California at Los Angeles 80/81 
Present·four offerings of a three-day PCP train­
ing course designed to train ''trainers'' in the 
subject G. Fine. 

Dr. Robert Superko 
Conduct Basic Physical examinations of 20 
officers of the Napa Sheriff's Department 

J. Kohls 

Don A. Faussett 
Agrees to lecture at the state's special 
seminar for law enforcement executives in 
San Diego G. De Crona 

Amount 
of Contract 

416.00 

676.50 

4,998.00 

500.00 

9,808.00 

148,400.00 

11,500.00 

148,000.00 

9,710.00 

1,282.00 

855.00 

I 
l 

i 
i 
' ,, 

I 
! 
I 
I 
i 



Contract 
Number 

80-456-34 

80-456-35 

80-456-36 

80-456-37 

80-456-38 

'80-456-39 

80-456-40 

80-456-41 

80-456-42 

80-456-43 

Name of Contractor and Services Provided 

Tom Rusk, M.D. 
Ag1·ees to lecture at the state's special 
seminar for lm~ enforcement executives in 
San Diego. G. DeC1·ona 

Neil Bodine 
Agrees to lecture at the state's special 
seminar for law enforcement executives in 
San Diego. G. De Crona 

Peter Greg (Dr.) 
Aqrees to lecture at the state's special 
seminar f ot· law enforcement executives in 
San Diego. G. De Crona 

Four-Phase Systems Inc. 
Upgrade on contract 80-456-27 

P. Cassidy 

Bruce Olsen, Ph.D. 
Serve as facilitator and resource person 
in the planning and conducting of a three-
day report writing seminar. Hal Snow 

California Association of Police Traininq Officers 
-Toprovide -haining managers' guide. ~-Allen 

California State University and Colleges, Sacramento 
To provide educational, consulting and/or research 
services to agency in response to written requests 
for such service. J. Kohls 

John Rousseau Martin 
Provide 40 hours of instruction on training 
techniques applicable to the PR 24 Baton for Police 
Trainers in Shasta and Siskivou Counties. G. Niesl . . 

Elliot E. Alhadeff 
Present four one-day (8 hour) 
Training Seminars on legal update 

G. Rhodes 

Justice Training Institute 
Make a Feas·ibil ity Study to determine 
the applicability of co~puter-based 
education. B. Wilson 

GRAND TOTAL 

$ 

Amount" . 
of Contract 

500.0. 

840.00 

1,257.00 

111.60 

1,000.00 

2,523.5. 

500,000.00 

1,735.00 

3,580.00 

48,348.00 

$ 2,239,778.2f. 



Commission on Peace Officer Standards and Training 

space provided oei•DW, 

se- separate labeled paragraphs 
(e. g., ISSUE Pa 

ISSUE 

Meeting Date 

<i~·•or•h• the D. AN.i\LYSIS and 
include page numbers where the expanded information can be located in the 

A public hearing is required in order to· adopt the proposeq amendments.to the 
Regulations which were approved by the Commission at the April 16, 1981 meeting. 

BACKGROUND 

· AB 1111, effective July 1, 1980, and Executive Order B72-80 signed by the Governor 
on October 9, 1980, requires state regulatory agencies to conduct a comprehensive 
revie~ of all existing regulations. The review process ·required that all regulations 
adopted prior to July 1, 1980 shall be analyzed and assessed against the five (5) 
specific criteria of necessity, authority, clarity, consistency, and reference. 

1· review of the Regulations has been completed and the Office of Administrative 
Law has approved of the recommended changes. 

ANALYSIS 

The proposed amendments to the Commission's Regulations are the ·results of. the 
recently completed review process as required by the Administrative Procedures Act, 
amended July 1, 1980. 

RECOMMENDATION 

Affirmation by the Commission for a Public Hearing at the October 16,, 1981 meeting 
for the purpose of adopting the Commission Regulations as amended .. 

Utilize reverse !;ide if nc 
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Commission on Peace Officer Slanda1.·ds and Training 

PROPOSED DISCRIMINATION 
IN STATE SUPPORTED PROGRANS MID ACTIVITIES 

~4:"-----­
w. Koch 

Meeting Date 

Staff 
of Report 

Financial 

c space p ed below, briefly describe the ISSUES, D, ANALYSIS and RECOMMENDATIONS. 
separate labeled paragraphs and include page numbers where the expanded information can be located in the 

eport. (e. g., ISSUE Page ). . 

BACKGROUND 

At the April 1981 Commission Meeting, Commissioners were ~horoughly briefed on the 
draft of the proposed regulations regarding non-discrimination in state supported 
programs and activities. These regulations are required by Sections 11135 -and 11138 
of the Government Code in order to insure that no person is unlawfully denied the 
benefits of 0~ unlawfully subjected to discrimination under any program or activity 
that is funded directly by POST or that receive any financial assistance from POST. 
As the Commission will recall the alternative to adopting POST's own regulations 
woul<Lbe the requirement to adopt the regulations developed by the Secretary of 
Health and Welfare which are extremely lengthy_ and in some cases not specifically 
applicable to POST. The proposed Regulations closely follow the Attorney General's 
format with the amendments appropriate to the Commission. 

ANALYSIS 

At the last Commission meeting a recommendation was made to add a section on alcohol 
and drug abuse. That section was added as proposed Regulation .1039C as follows: 
"The term 'Physical or Mental disability' does not include the condition of any 
ultimate beneficiary who is an alcoholic or drug abuser whose current use of alcohol 
or drugs prevents such person from performing the duties of the job in question 
or whose employment by reason of such current alcohol ·or drug abuse would constitute 
a direct threat to the property or safety of others." 

The proposed Regulations with the above addition were submitted to the Secretary of 
Health and Welfare for revie>T on May 1, 1981, as required. A copy ,of the cover 
letter and the proposed Regulations as submitted are attached for your revie>J.· 

This issue is before the Commission for action requiring that the proposed draft 
be the subject of a public hearing at the October 22 Commission meeting. 

RECQ}!MENDATION 

Approve public hearing in this matter for October 22, 1981. 

izc reverse side it r1ccded 
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Nay 1, 1981 

Ron. Nario Obledo 
Secretary 
Health and Welfare Agency 
State of California 
915 Capitol Hall, Room 200 
Sacramento, California 95814 

Attention! Hr. John Martinez, Legal Counse1 

Dear Nr. Obledo: 

In accordance \·rith Government Code Section :11138, we are pleased 
to enclose the Commission's proposed Regulations relative to the 
prevention of discrimination in state suppo~ted programs and ac­
tivit.ies. The Regulations ;rould add Article 3 to Chapter 2 of 

·.Title 11 of the California Administrative Code • 

. Where appropriate, >le have attempted to follm·r the Secretary's 
Standards and Guidelines ,.,hich «ere adopted as Regulations in 
J~ly 1980 (Title 22, Division B, Chapters 1-5, Sections 93000 
et seq.). Hmvever, because of the unique posture of the Com­
mission in developing and i~plementing programs to increase 
t.he effectiveness of la\·T enforcement and raising the level of 
competence of lmv enforcement officers in California through 

-- the establishment of minimum standards for t:he selection a.ncl 

;~:s:~¥}~~:: :~~~r~f{~;~~~!f~tll\1!~~b~t~~~~;~~~i~f1;:ri~~~~t;~t~,;~~,~~~~~i~~~~;;; z;::i~!--~:: 
-- ·-·· ______ _.. =-·:;._ -·----- . --~- - -' ---------.-----·--::·- --~--- :---- .-.. -- ~-;=-.,:_----,'-';-.=-= 

• 

- - -, .-··; -- . . .. --- --· .... 

Generally speaking, some of the Secretary's sug,;ested ·procedures 
will be handled administratively \·rithout the necessity of adopt­
ing formal Reeulation by the Commission. Some of the other reco'"­
mendations of the Secretary arc simply inappropr late to the Com­
mission1s functions at this Lime~ 

Section 1030 of the pr-oposed Rer,ulnti.onn merely rephcoses the 
statu tor-y 1 :tll!;unr.e of Govcrnm>n t Cocle Sect ion~ 11135 nnrl 11138 
:m<f, in nhbrcvi.atcd form, net forth t.hc purpoGe of the Article. 

Section 1031 provlcle:.-; that .:tdministrati.v(! right!; <111cl rcmedic!.-> 
be cxhnnutccl pLior to h:ringi.nr; :m.y nc.tion for judicial rcvl0.u 
or otlH~r cnforccm~nt nction :lf,,'linst the Co11:mis~ion under the 



Hon.·Mario Obledo 
Page 2 
May 1, 1981 

Article. This may be contrasted with the Secretary's Regulations, • 
which under certain circumstances, >IOuld seemingly permit inde­

··pendent legal relief against the Commission prior to the exhaus-
tion of the administrative remedies (see Sections 98001 98002 

I 7 
98003). 

The Commission does not deem it wise to exempt parties from ex­
hausting their administrative remedies. Generally, if an admini­
strative remedy is inadequate, judicial relief will lie without 
a specific regulation to that effect. Section 1031 •:auld there­
fore require the exercise and exhaustion of the remedies provided 
for under the proposed Article as a condition to judicial review 
or other relief against the Commission. 

~ 

Section 1032 contains the general rules of construction applicable 
·to the proposed Regulations including definitive rules with respect 
to retroactivity and severability. 

Section 1033 sets forth the definitions applicable to the various 
Regulations contained in the Article. Nany of the Secretary's 
definitions contained in Section 98010 have been deleted as un­
necessary or irrelevant to the Commission's functions at this 
time. If they later become relevant, they may be added as neces­
sary. 

Section 1034 contains the general prohibition against discrimination. 
in accordance Hith Government Code Section 11135. The succeeding 
sections in the Article specify in greater detail the types of pro­
hibited discrimination and exceptions thereto. 

In each instance, >Te have attempted to provide a general definition 
which uould prohibit the specific form of discrimination together 
with an exception. Each exception to discrimination has incorpor-

-===~'"--- -----,=,--~~-- -- ·cc .. _, ated,.the genera_l .l_anguage _·of _ "bon_a_ fide occupa,tional __ q_ualification'-~,-~cc,:.cccc·c:. 

~:~-~-~t;:;~s-~~~~-~;~~~{~~~r~~!~i~x~1~~~~~~~~z~:~~~i?~~~r~~~~~~t;E~~;tA~3~~~ 
. . the State Civii Service Act (Govern~ent Code Section18500 et seq.);·· . 

and appropriate federal statutes. 

You may also \>ish to note that Section 1039(b) requires, as an ex­
ception to discriminntion ae:d.nst the disabled, thC~t the disqualify­
inc disnbility be job related and accommodation 1-:ould result in an 
unreasonable or undue hnrdsllip upon the recipient. 

Due to the unique .nnture of the duties of pence officers, who arc 
the ultimate beneficiaries of ou-r stn.te !:upportcd prof~r.:1ms ancl acti­
viticn nnd at thP- r.pc~cif ic dj rection of the Commies ion, we have in­
cluded Section 1039(c) providing an exception relnting to the cur- • 
rent usc of alcol•ol or drugc. The subsection essentially contnins 



• 

• 
f 
' 

Hon. Nario Obledo 
Page 3 
Nay 1, 1961 

the languaze. found in the Secretary's Section 982SO(d)(1) and the 
definition contained in the U.S. Department of Justice Rules and 
Regulations (Section 42.540(k)) pursuant to the implementation of 

··Section 504 of the Rehabilitation Act of 1973 and Executive Order 
11914. \·le feel it extremely critical that we disallm< the allega­
tion of discrimination by a peace officer, when his duties include 
the utilization of firearms and high speed vehicles, if he or she 
is a current alcohol or drug abuser. 

Section 1040 assures access of the Commission to recipient records 
and Section 1041 requires recipients to distr~bute to the ultimate 
beneficiaries a copy of the proposed Article and any other materials 
the Commission deems necessary to administer and enforce state sup­
ported programs in a nondiscriminatory manner. By Section 1042, an 
assurance of nondiscrimination is ~equi{ed to be included as a clau~e 
in each contract, grant, loan,. guarantee, or other such document 
under which a recipient receives state funds frorri the Commission. 

Section 1043 requires a \·rritten complaint of discrimination to be 
subscribed under oath and filed with the Cormnission \<i thin one year 
after the alleged discriminatory conduct occurred. An accusation 
may be filed under Section 1044, \·Thile at the same time permitting· 
informal resolution or concilfntion of a complaint of discrimina­
tion. Sanctions may be imposed Lnder Section 1045 • 

Section 1046 requires the Corr.mission to foru.n.rd to the Department 
of Fair Employment and Housing aily complaint alleging employment 
discrimination by a recipient. An adjttdication and decision of 
that complaint by the Fair Employment and Housing Commizsion uill 
be binding on the Commission on Peace Officer Standards and Training. 

Ue anticipate you \olill find our proposed Regulations are in full 
conformity \·lith our legislative mandate contained in Government 
Code Section 11138. They also fairly take into,account the sta-

~~~~~:~~ij~:;~j¥-;,;_~~~:~:~o~~¥~•:~~;~0Z~~~~~f;;~~~~~~~~~j~.;~~t~;~~~,"~~~;i;t~~~~i~SA2&1~~{~" 
· -posed Regulations- in- greater· detail pdor to tl1e time th~i: they.'' '.''_·,--,- -· 

are noticed for public hearing. In the event you Hi.sh further 
information or discussion, please contact }lave Allrtn, Chief of 
our Information Service::; Bureau (t,t,S-l,515) or Paul Doh5on, Deputy 
Attorney Gencretl (445-1580). 

For your inform.:1 tion, vc Hi 11 present the proposed Rcguln t ions 
io the Cornmi.ssion for approv;tl nt it!:; ,regular m.ccting -on July 
16, 1981 with the recommcncbtion to cetlcnclar the Regulations 
for puhlic hcarinr: on October 22, 1981. 
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We \·IOuld be pleased to entertain your corrunents, if any, prior 
to our submission of the proposed Regulations to the Commission. 

Sincerely, 

NORHAN C. BOEill! 
Executive Director 

Enclosure • 
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§1030. 

ARTICLE 3. COf·1MISSIOI~ ON PEACE OFFICER STANDARDS AND TRAINING 
NONDISCRINHJATION HJ STATt SUPPORTED PROGRP.J1S AND ACTIVITIES (NEvi) 

Purpose of this Article 

Section 11135 of the Government Code provides that no pet·son in the 
State of California shall, on the basis of ethnic group identification, 
religion, age, sex, color, or physical or mental disability, be unlm·1fully 
denied the benefits of, or be un 1 awfully subjected to di scrimi nation under, 
any program or activity that is funded directly by the.state or receives any 
financial assistance from the state. 

Section 11138 of the Government Code in turn provides that each state 
agency that administers such direct state funding or financial assistance 
shall adopt rules or regulations necessary to carry out the provisions of 
Government Code section 11135 and following (art 9.5, ch. 1, part 1, div. 3, 
of tit. 2). This article contains such t·egulations. 

§1031. Exclusive Remedy; Availability of Other Relief 

No action in la1·1 or equity shall be brought against the Commission to 
enforce the provisions of Government Code section 11137 or this Article unless 
the remedies and procedures provided herein. have been exhausted. 

§1032. General Rules of Construction; Prospective Effect; Severr.bility 

(a) The provisions of this article shall control in the construction, 
admi ni strati on; or enforcement thereof by the Commission or by any other 
person. 

(b) The provisions of this article are applicable as of the effective 
date of this article, and shall not be interpreted to be retroactive. 

(c) If any provision of this article or the application thereof to 
any person or circumstances is found invalid, such invalidity shall not affect 
other provisions or applications of this article ~1hich can be given effect 
without the invalid provision or application, and to this end the provisions 
of this article are severable. 

§1033. Definitions 

"Benefit" means anything contributing to an improvement in condition, 
including, but not limited to, aid or services provided to others by a 
recipient. 

"Comr:Jission" means the Cor:Jmission on Peace Officer Standards and 
Training including its staff employees • 

"Financial assistance" means any grant, loan, guarantee, or other 
entitlement by 1·1hich the Commission provides monetary aid to a recipient. 
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·' . "Funded directly by the state" means any direct payment, transfer, or 
allo~ation of state funds to any recipient by the Commission. 

"local agency" means a public district, public corporation, authority, • 
agency, board, city, commission, county, city and county, school district, or · 
other public entity. 

"Person" means an individual, proprietorship, firm, partnership, joint 
venture, syndicate, corporation, association, con~ittee, legal representative,. 
or any other organization or group of persons acting in concert. 

"State-supported program or activity" means any project, action or 
procedure undertaken by a recipient, directly or indirectly, ~Ji th state funds 
or financial assistance provided to the recipient by the Commission. 

"Recipient" or "recipient of state support" means any contractor, 
local agency, or person 1~ho regularly employs five or more persons and who 
receives financial assistance in an amount which in the aggregate exceeds 
$10,000 per state fiscal year, or in an amount ~1hich exceeds $1,000 per 
transaction, by grant, loan, guarantee, or other entitlement, directly or 
indirectly, including any successor, assignee, or transferee of a recipient. 
"Recipient" or "recipient of state support" does not include another state 
agency, nor does it include the ultimate beneficiary of the state support. 

"State agency" means the Corrunission. 

"Ultimate beneficiary" means a person identified in Government Code 
section 11135 v1ho receives, applies for, or is unlawfully deterred from • 
receiving or applying for, the benefits of, or employment under a state 
supported program or activity. 

§1034. General· Prohibition Against Discrimination 

No recipient through any state-supported program or activity shall 
deny to any ultimate beneficiary the privileges or benefits of such 
state-funded program or activity on the basis of ethnic group identification, 
religion, age, sex, color, or physical or mental disability, as defined in 
this Article. 

§1035. "Color or Ethnic Group Identification" Defined; Exception. 

(a) The term "Color or ethnic group identification" as used in 
section 1034 means the possession of the racial, cultural, or linguistic 
characteristics common to a racial, cultural, or ethnic group. 

(b) The benefits of any state-supported program or activity shall not 
be deni.ed on the basis of an ultimate beneficiary's color or ethnic group 
identification unless the recipient of state support makes a satisfactory 
shm·ling that all or substantially all persons of that color or ethnicity would 
be unable to perform safely and efficiently the duties of the job involved. 

51036. ''Religion" Defined; Exception 

{a) The term "religion" as used in section 1034 includes all aspects 
of religious observance, practice, and belief. • 
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(b) The benefits of any state-supported program or activity shall not 
be a~nied on the basis of an ultimate beneficiary's religion or religious 
beliefs unless the recipient of state support makes a satisfactory showing 
that no reasonable accommodation of such religion ot· religious beliefs can be 
made 1·1ithout undue hardship upon the program or activity of recipient of the 
state support. 

§1037. "Age" Defined; Exception 

(a) The term "age" as used in section 1034 means the number of 
elapsed years from the date of a person's birth. 

(b) The benefits of any state-supported program or activity shall not 
be denied on the basis of an ultimate beneficiary's age unless the recipient 
of state support makes a satisfactory showing that (1) the age 1 imitation is 
authorized by fed era 1 , state, or 1 oca l law, or ( 2) a person's age is a factor 
reasonably necessary to the nonnal operation of a state-supported program, or 
the achievement of a statutory objective related thereto. 

§1038. "Sex" Defined; Exception 

(a) 1l1e term "sex" as used in section 1034 means: 

(1) A person's sex, male or female; or 

(2) A person's parental, family, or marital status; ot· 

(3) A person's disability due to pregnancy, childbirth, or recovery 
therefrom; or 

(4) A person's encouraged or coerced participation in sexual activity 
with a recirient as a condition to the receipt of state-supported benefits. 

(b) The benefits of any state-supported program or activity shall not 
be denied on the basis of an ultimate beneficiary's sex unless the recipient 
of state support makes a satisfactory showing that all or substantially all 
persons of that sex waul d be unable to perform safely and efficiently the 
duties of the job involved. 

§1039. "Physical or Nental Disability" Defined; Exception 

(a) TI1e term "physical or mental disability" as used in section 1034 
means any person 11ho has a physical or mental impainnent vthich substantially 
limits one or more major life activites (such as walking, seeing, or hearing), 
has a record of such an impairment, or is regarded as having such an 
impairment. 

(b) The benefits of any state supported program or activity sha 11 not 
be denied on the basis of an ultimate beneficiary's physi ca 1 or menta 1 
disability unless the recipient of state support makes a satisfactory shOI·ting 
that the particular disability is job related and that no reasonable 
accommodation of the particula.r disability can be made without undue hardship 

• upon the program or activity of the recipient of state support. 
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(c) The term "physical or mental disability" does not include the 
condition of any ultimate beneficiary who is an alcoholic or drug abuser whose 
current use of alcohol or drugs prevents such person from performing the 
duties of the job in question or 11hose employment, by reason of such current • 
alcohol or drug abuse, would constitute a direct threat to property or the 
safety of others. 

§1 040o Compliance Revi e11; Access to Records; Sanctions 

During normal business hours, a recipient of state support shall make 
available to the Commission, or an authorized representative, such information 
as is deemed necessary by the Commission to determine 1·1hether the recipient 
has complied Hith this article. The requested information may include books, 
records, or accounts in the possession of either the recipient of state 
support or third persons or agencies. Failure to provide access to such data, 
after a reasonable request by the Commission, shall constitute grounds for 
sanctions by the Commission under this article. 

§1041. Distribution of Regulations and Forms 

Recipients of state support shall make available to the ultimate 
beneficiaries of the program or activity of the recipient, a copy of this 
article and any other materials deemed necessary by the Commission to 
administer and enforce the provisions of this article. 

§1 042. Reouired tlondi scriminati on Clause 

The Commission shall include in each contract, grant, loan, guarantee, • 
or other such document under wl1ich state funds are provided to a recipient, a 
clause assuring nondiscrimination in the manner set forth as "Exhibit A" in 
this article. 

§1043. Complaint of Discrimination; Time for Filing 

A 11ritten complaint may be filed by any ultimate beneficiary alleging 
discrimination under this article. Such complaint, to be valid, must be 
subscribed under oath and filed with the Commission 11ithin one year after the 
act or omission occurred upon which the complaint is based. 

§1044. Accusation; Informal Resolution Permitted 

If after investigation of a complaint tl1e Connission has concluded 
that there is reasonable cause to believe that this article has been violated, 
the Commission sha11 institute appropriate proceedings for sanctions against a 
recipient of state support by filing and se1·ving an accusation against such 
recipient pursuant to section 11503 of the Government Code. Nothing in this 
section shall prohibit an infonnal resolution or conciliation of the complaint 
of discrimination by the Commission prior to the filing of said accusation. 

§1045. Hearing and Decision; Sanctions 

Upon a determination by the Commission that a direct recipient of 
state support has violated this article, the Commission may take appropriate • 
steps or actions to ensure compliance, which may include (but is not limited 
to l any one or mol'c of the fo 11 01·1i ng: 

-4-
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(a) Termination or suspension of all or part of the recipient's state 
support; 

(b) The imposition of probationary eligibility for present or future 
state support, conditioned upon compliance with specified conditions; 

(c) A public reprimand; 

(d) Other relief which the Commission deems appropriate to effectuate 
and enforce this article. 

§1046. Complaints Alleging Employment Discrimination 

A copy of any complaint alleging that a recipient of state support has 
engaged in employment discrimination against an ultimate beneficiary will be 
referred to the Department of Fair Employment and Housing for its investigaton 
pursuant to section 12960 of the Government Code. Any subsequent adjudication 
and decision of said complaint by the Commission on Fair Employment and 
Housing shall be binding upon the Commission in any resolution of said 
complaint under this article. 

., 
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[EXHIBIT A] 

ASSURANCE OF NOIJDISCRU1INATION IN STATE-SUPPORTED PROGRAMS AND ACTIVITES 

(Name of Recipient) (herein after 
c a 11 e d tt:"h =-e...,,,.,, R'"'e-c..,..i -p ,,.,. e'""'n'"'t-n"-r)-a=-g=-r-=-=e:-::e:-::s--,th,...a,...,t,.....,.i-:;:t--,1'"'11~· lnlr--=-c omp 1 y ~1i th Art i c 1 e 9 • 5 
(commencing with Section 11135) of Chapter I, Part l, Division 3, Title 2, of 
the Government Code and the regulations adopted or actions taken by the 
Commission on Peace Officer Standards and Training to implement such Article 
to the end that no ultimate beneficiary in the State of California shall, on 
the basis of ethnic group identification, religion, age, sex, color, or 
physical or mental disability, be unlawfully denied the benefits of, or be 
unlawfully subjected to discrimination under, any program or activity that is 
funded directly by the state or receiving any financial assistance from the· 
state. 

Each recipient shall ensure that each of its employees are aware of 
the rights of ultimate beneficiaries and the responsibilities of recipients 
under Article 9.5, and make available to .ultimate beneficiaries information 
regarding the provisions of Article 9.5 and its applicability to the program 
or activity for which the Recipient receives state support. 

Each Recipient shall permit access by representatives of the 
Commission at any time during normal business hours to such of its books, 
reco1·ds, accounts, other sources of infol1!1ation, and its facilities as may be 
pertinent to ascertain compliance with Article 9.5. 

The Recipient recognizes and agrees that state support tlill be 
extended in reliance upon the representations and agreements made in this 
assurance, and .that the State of California shall have the right to seek 
administrative and judicial en.forcement of this assurance. This assurance is 
binding on the Recipient, its successors, transferees, and assignees, and the 
person or persons ~those signatures appear be 1 ow are authorized to sign this 
assurance on behalf of the Recipient. 

!Date) 

8912A/57 
Rev. 5/1/81 
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(Name of Recipient) 

.. 

(President, Chairperson of Board or 
Comparable Authorized Official) 

(Address) 

• 

• ., 

• 



Commission on Peace Officer Standards and Training 

··~ I . 

7-16-81 

Koch 

the space provided below, briefly ibe the ISSUES, BACKGROU:-.JD, Al'iALYSIS and RECOMMENDATIONS. 
e separate labeled paragraphs and include page· numbers where the expanded information can be located in the 

report. (e. g., ISSUE Page ). 

BACKGROUND 

At its last meeting··.the Commission requested staff to review the POST computer system 
activities and to prepare· a report to be submitted to the Long-Range Planning Committee 
prior to the next Commission meeting. 

ANALYSIS 

The staff report was prepared and presented to the iong-Range Planning Committee on 
June 19, 1981. As discussed with the committee, a computer system is the key to the 
succe~s of the POST resource management system. Virtually every bureau has the need 
of systematized information to support management decision making and provide day :to 
day operational data. The computer will assist in meeting these needs. 

The attached report provides the Corirrnission with a hi. story of our quest for data 
processing, financial information relative to authorized Commission funding and 
contract expense, present state of the art at POST, present direction in enhancing 
the POST computer system and. a look at the future of data processing needs. 

The Long-Range Planning Committee has indicated that this report meets the Commission's 
need for a review of the computer system. Appropriate· action would, therefore, appear 
to be acceptance of this rep0rt. 

Utilize reverse side if needed 

POST 1-187 
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COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING 
LONG RANGE PLANNING COMMITTEE MEETING 

June 19, 1981 

POST COMPUTER UPDATE REPORT 

In July 1977, the Commission authorized staff to work with the Department of 
Justice to conduct a study of POST electronic data processing needs. That 
study was completed and presented to the Commission at their October 1978 
meeting. The study provided various alternatives for establishing a data 
processing system for POST. Action taken by the Commission at that meeting 
authorized staff to pursue all the alternatives available and authorized the 
Executive Director to select the most appropriate system for the needs of POST 
that was cost-effective. 

At the October 1979 meeting, the Commission adopted the staff recommendation 
for implementing the POST Automated Information System {PAIS) on an equipment 
lease basis. This alternative was selected because: 

1. It would cost less to lease based on the life expectancy of three 
years for the equipment. 

2. The Lease Alternative provided the quickest system start-up time to 
respond to POST's immediate needs • 

3. The Lease Aternative was more adaptable for accommodating POST's 
future data processing needs, which were not then clearly defined. 

4. Computer technology changes rapidly. The lease alternative allowed 
easier upgrading to more advanced equipment as it was developed. 
During the three-year period of initial computer needs analysis and 
computer processing development, staff would be studying future data 
processing needs as it relates to an expanded research capability. 

The Commission has authorized a total of $334,315 to be used for the POST 
automated Information system project. This amount authorizes the payment of 
equipment leasing through June 30, 1982 and the payment of contractual 
services for a programmer and three key data operators through December 31, 
1981. 



• 

• 

;). 

-2-

Commission authorization was as follows: 

Date 

07/79 

08/79 

07/80 

04/81 

Purpose 

To contract for Analyst services 
for developing an IFB and services for 
file conversion 

To contract for equipment leasing and 
necessary services and materials 

To continue implementation project 
from 8/1/80 to 6/30/81 

To continue staffing needs through 
. 12/31/81 

To continue contractual equipment lease through 
6/30/82 

TOTAL AUTHORIZED TO DATE: 

Amount 

$ 60,000 

48,000 

100,000 

89,300 

37,015 
$334,315 

Of the amount authorized by the Commission a total of $46,510 will have been 
expended since the project began in December 1979 to June 30, 1981 for equip­
ment rental. 

System implementation and records conversion personnel contracts will have 
cost $189,225 as of June 30, 1981 • 

TOTAL EXPENDED TO DATE 
COMMISSION AUTHORIZED FUNDS AVAILABLE 

$235,735 
$ 98.580 

A PAIS Implementation Schedule was developed. The program ~1as to be developed 
i n two phases: 

1. Manual records conversion and basic system development. 

2. Expansion of system to meet future needs. 

PHASE I IMPLEMENTATION 

First phase scheduling began on September 1, 1979, with preliminary system 
design, and has been essentially implemented, and should terminate on schedule 
in August, lg81, with the POST implementation review as planned. 

The first phase program was the development of data processing capability to 
principally handle the conversion of POST's manual peace officer record file 
and to implement an automated course certification process which would provide 
more precise information as to the allocated cost of projected courses and 
budgetary costs and to provide the foundation for the POST Management 
Information System. 
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To date, approximately 96% of the peace officer records are entered into the 
system, and factual financial data from previously offered courses have 
provided staff with a fiscal impact reporting system which, in 1981/82, should 
provide POST with a more appropriate means of determining allocated costs for 
the course delivery program and for maintaining budget control of course 
presentations. 

PHASE II IMPLEMENTATION 

Toward the implementaton of Phase Two, this report is offered as an analysis 
of POST's present capabilities and a determination of future needs as it 
relates to data processing and research technical capabilities. 

As staff works to implement the present computer system, POST is obviously 
outgrowing the present system. POST's needs and priorities are growing, 
changing, and becoming more sophisticated with the development of a management 
information system. 

Because of expanded research data processing needs, current and ongoing course 
evaluation instrument programs and the Legislatively mandated requirement to 
implement a Basic Course Equivalency Examination process on July 1, POST con­
tinues to expand contracts for computer-related services that conceivably 
could be accomplished in-house, perhaps at a reduced cost, with an expa~ded 
in-house data communications system. 

PRESENT RESOURCES 

• The Commission is presently utilizing three data~processing systems: 

• 

Four-Phase Systems Inc., 490 Mini-Computer 

This program is designed to contain and provide access to appointment, 
training, certificate, and reimbursement records of law enforcement offi­
cers throughout the State as well as financial data required for accurate 
planning and forecasting of training costs for determining the condition 
of the budget portion allocated to reimbursement for cities and counties. 
The system provides a tool for forecasting training needs, monitoring 
budgets, providing expenditure reports, and assisting in determining 
compliance of agencies with POST standards. 

It is an operator centered disc resident data base system for on-line 
storage and retrieval. It has the capability for handling both alpha and 
numeric data with a 384 K memo~ capacity. 

Access to the system for entering and retrieving data is by seven key­
boards and two printers located in several locations in the POST facility. 
Programming and initial data entry is being accomplished through contrac­
tual agreement with the Department of General Services. This contract 
provides for a Staff Programmer Analyst and three Key Data Operators • 
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Capitol Computing Corp. Service 

The Research and Evaluation Services Bureau has contracted for the 
services of a private computer service for information required in their 
project development. The data base includes empirically developed and 
validated job-related employee selection standards which assist law 
enforcement agencies in meeting EEO and Affirmative Action requirements. 
A terminal, purchased through a Federally funded research grant, is loca­
ted in the Bureau and storage and retrieval information is provided 
through an acoustical coupler via telephone to the private vendor. A 
printer has also been purchased in order to provide hard copy material. 

Wang System 30 Word Processing.System 

This word processing system consists of one central processing unit, five 
workstations, and two printers. It is staffed by one Senior Word Proces­
sing Technician and three Word Processing Technicians. 

The function of the Word Processing Unit is to provide rapid typing of 
repetitive reports and revision of instructional materials and manuals 
where the data storage need exists. It is a disc resident data base 
system for on-line storage and retrieval which is operator centered and 

. has the capability for alpha and numeric data. 

CONTRACTS SUPPORTING PRESENT RESOURCES 

While it is difficult to isolate total computer related equipment and services 
contract costs on a fiscal year basis due to multiple year relationships, a 
synopsis of existing contracts foll 01~. Such existing contracts, i ncl udi ng 
portions of larger contracts which relate to computer services, are listed. 
Contracts supporting present computer resources total $144,598. Contracts 
executed to support additional requirements represent a current cost of 
$61,268. Total current contract (1980/81 costs) are $205,866. 

CONTRACTS SUPPORTING PRESENT COMPUTER RESOURCES 

Name of Contractor and Services 
Prov1ded 

Current Contracts 
Number Amount 

Four-Phase Systems, Inc. 
Lease of computer equ1pment used in Various 
implementation of POST automated 
Information System 

Department of General Services 
Serv1ces of one Programmer Analyst and 80-456-17 
three key data operators to work on In process 
implementation of POST Automated 
Information System • 

$32,866 

87,800 
19,515 

Future Year 
Contracts 

Costs F.Y. 

$37,015 
37,015 
27,096 

69,785 

81/82 
82/83 
83/84 

81/82 
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Name of Contractor and Services 
Prov1ded 

Telray, Division of Research, Inc. 
Maintenance services for terminal, 
printer and associated equipment 
owned by POST. 

Wang Laboratories, Inc. 
Ma1ntenance serv1ce for Word 
Processing equipment 

Current Contracts 
Number Amount 

80-455-12 $ 200 

80-455-4 $4,217 

CONTRACTS REPRESENTING ADDITIONAL NEEDS 

Bene tech, Inc. 
Process1ng Course Evaluation 
Instruments 

80-456-12 $17,000 

Lockheed Missiles and Space Company, Inc. 
Dialog Informat1on Retr1eval 80-455-5 $1,200 
Service 

State Personnel Board 
Bas1c Course Prof1c1ency Test - 80-456-2 $2 '125 
Scan, score, item analysis, and tape 

Research Consulting Services, Inc. 
Scoring and Analysis of Reading Tests 80-455-7 $14,720 

Management Course Study - Key Data 80-456-22 $ 500 
Entry and Data Processing Services 

Four-Ten Plan Survey -Key Data 80-456-26 $ 500 
Entry and Statistical Analysis 

California State University and Colleges 
Computer Services and Associated 80-456-40 $25,223 
Programming and Analysis 

ANALYSIS OF FUTURE MANAGEMENT INFORMATION SYSTEM NEEDS 

POST Automated Information System 

Future Year 
Contracts 

Costs F.Y. 

$5,400 81/82 

$17,000 81/82 

$28,000 81/82 

$158,078 81/82 
$ 46,644 82/83 

The currently utilized system, when totally implemented, will represent 
the first step in the development of a Management Information System which 
will adequately meet POST's needs in the future. It is, however, only an 
automated records system and leaves much to be desired in terms of POST's 
total management information requirements • 
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Random Accessability and Retrieval Flexibility 

Greater flexibility in identifying and retrieving stored data is 
required. The current system requires extensive programing to 
develop reports. Such reports are designed to meet many needs which 
are recurrent and periodic. Unique information needs identified on a 
day to day basis are now met through time consuming manual analysis. 

Random access retrieval of variables is an absolute requirement in 
the work of many of the Bureaus, specifically Standards and 
Evaluation Services, Administrative Services, and Training Program 
Services. Examples include the requirements contained in the 
$500,000 Research Projects contracts with the California State 
University and Colleges, revenue and expenditures by course 
categories, and evaluation of courses through uses of variable data. 

Optical Scanning Capability 
I 

Much of the research that is accomplished at POST involves survey 
instruments which are either analyzed manually by Staff or optically 
scanned by computer through outside contracts. These survey instru­
ments include recent efforts in the Training Needs Assessment, Crime 
Prevention Survey, Four-Ten Plan Study, Curriculum Analysis, Officer 
Survival Course Study, Management Course Study, and Course Evaluation 
Instruments 

Testing instruments including the Basic Course Equivalency Examina­
tion and the Basic Course Examination, are being scanned by outside 
contractors at a substantial cost to POST in comparison to developing 
our own optical scanning capability. 

The use of an optical scanner, in association with a computer, can 
result in scanning of testing devices as well as survey instruments 
and course evaluation instruments together with an analysis of 
variables of all items in the instruments. Such an automated 
scanning system is needed and would be cost effective. 

Test Development Through Data Storage 

The Basic Course Equivalency Examination, the Basic Course Test Pool, 
and the Basic Course Performance Objectives, together with history 
files, should be stored in an automated system. Storage of data 
should include raw score tabulation and complete item analysis 
information together with historical information on any alterations. 

Course Evaluation Instrument Summaries 

The Course Evaluation Instrument Summaries, including student 
demographic data with variable analysis capability, should be stored 
in the data bank with programmed random access. Sophisticated 
instruments enabling POST to identify student population biodata, 
cost effectiveness (if possible), and course ratings should be 
scanned, stored, and accessed through variables within the system. 
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Financial Information Compatible With State Resources 

The specific methodology and format requirements of the California 
Fiscal Information System, a computerized system of reported fund 
condition and budget expenditures, must be met by POST. 

Currently, through informal arrangements with monthly billings by the 
Department of Justice, data are being compiled and reported. This 
system must be ari integral part of our future in-house data 
requirements. We anticipate an interagency agreement to accomplish 
this requirement. Cost for the system has yet to be determined. 

Data Relating to Local Agencies 

The 11anagement Counseling and Special Services Bureaus require 
extensive data relating to local law enforcement agencies. These 
data include attrition rates by departments and statewide; total 
peace officers by category; biodata on employees, size, ranks, and 
titles in each department; and tenure in rank and functions with 
correlations to size of departments and population served. Software 
must also be produced to accommodate workload data for personnel 
allocation studies. 

Preemployment Training 

There is also a need to determine and retain data on the extent to 
1·1hi ch preemployment Basic Course students are being trained and 
employed. 

CONCLUSION 

As Phase One of the POST data processing system needs draws to a conclusion, 
it is obvious that much remains to be done to expand POST's in-house data 
processing communications system to meet present and future needs. There is 
obviously a need to consolidate some or all of the outside contracts which 
POST is presently using to supplement its own resources on a disjunctive 
basis, thereby accelerating costs. There is also a need to study the 
interface capabilities of the POST Word Processing System with the proposed 
Data Processing System. · 

As originally planned, POST is now ready to move into an integrated computer 
based management information system, which should include the capability of 
optical scanning, computerized random accessability and retrieval. flexibility, 
virtual memory capacity, high speed line printing, and is sufficient for 
complex statistical analysis of large data sets. 

It may be possible, by enhancing the present leased system, to provide some of 
this capability. But, in the long range program concept originally 
anticipated and approved by the Commission, there will still be a need for 
planning for a totally integrated management information system. This study 
plan will require extensive reporting to and review by state control agencies 
in accordance with the electronic data processing procedures contained in 
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the State Administrative Manual. A feasibility study report must be approved 
by the Department of Finance prior to the implementation of any EDP project. 

Other provisions of the State Administrative Manual allow exemptions from 
feasibility study reports if certain information is submitted in an informa­
tion systems plan no later than August 31 of each year and updated not later 
than March 1 of each succeeding year. Preliminary work on such a plan has 
been initiated. 

It is anticipated that the implementation of an adequate management infor­
mation system, as described, can become operational in the future at a total 
cost which is less than the expenditures presently allocated to current 
resources and contractual arrangements. 

Staff is currently working on two elements of future computer needs at POST. 

First, Staff is preparing a study as to the cost-effectiveness of upgrading 
our present system to accommodate the needs of the POST research program to 
determine if improved capability can be acquired within the existing resources 
presently allocated by the Commission. If the conclusions are positive, staff 
will bring this issue before the Commission at its October meeting. 

Second, We have commenced with Phase II of POST's lorig range computer needs 
infomation system plan with a view towards procurement of hardware and 
software to support a management information system meeting the total 
requirements as outlined in the above conclusions. It is anticipated that 
this study will· be completed and presented at the July 1982 Commission meeting 
for consideration • 

9289A/97 
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State of California 

Qiommissiott ott lfleace ®fficer ~tandnrds and 'illraittittg 

~~solution 

WHEREAS, Dr. Robert H. Coombs has served as a member of the 
Advisory Committee of the Commission on Peace Officer Standards and 
Training since 1979, and · 

WHEREAS, He has effectively represented the California public, 
and 

WHEREAS, He has demonstrated leadership and diligence in his 
service as a member of the Advisory Committee; and 

WHEREAS, California law enforcement has benefited greatly from 
his advice and counsel; Now, therefore, be it 

RESOLVED, That the members of the Commission on Peace 
Officer Standards and Training do hereby commend Dr. Robert H. 
Coombs for his outstanding service and dedication to California law 
enforcement. 

July 16, 1981 
Dau Chairman 

Executive Director· 

-· 
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Srarc of California 

C!Iommission on Jleace ®fficer ~tandards and 'Olraining 

~esnlutinn 
WHEREAS, Herbert E. Ellingwood has served as a member of the Advisory 

Committee of the Commission on Peace Officer Standards and Training since 
1979; and 

WHEREAS, Herbert E. Ellingwood has effectively represented the Califomia 
public; and · 

WHEREAS, He as demonstrated leadership and diligence in his service as a 
member of the Advisory Committee; and 

WHEREAS, Califomia law enforcement has benefited greatly from his advice 
and counsel, and 

WHEREAS, He has been recognized for his leadership in the Califomia public 
service to the extent that he has been appointed to serve as Deputy Counsel to 
the President of the United States; Now, therefore, be it 

RESOLVED, That the members of the Commission on Peace Officer 
Standards and Training do hereby commend Herbert E. Ellingwood for his 
outstanding service and dedication to Califomia law enforcement; and, be it 

FURTHER RESOLVED, That the Commission wishes Herbert E. Ellingwood 
every success in his new position. 

July 16, 1981 
Date Chairman 

Extcu tive Director 

__ I 



State of California 

<!Iommission on Jleare ®Hirer ~tandards and Wraining 

~esolutinn 
WHEREAS, Sheriff Richard F. Pacileo has served as a member of the 

Advisory Committee of the Commission on Peace Officer Standards and Training 
since 1979, and 

WHEREAS, He has effectively represented the California State Sheriffs' 
Association, and 

WHEREAS, He has demonstrated leadership and diligence in his service as a 
member of the Advisory Committee, and 

WHEREAS, California law enforcement has benefited greatly from his advice 
and counsel, and 

WHEREAS, He has been recognized for his excellence as a sheriff and as a 
member of the Advisory Committee to the extent that he has been appointed by 
the Governor of California as a member of the Commission on Peace Officer 
Standards and Training; Now, therefore, be it 

RESOLVED, That the members of the Commission on Peace Officer 
Standards and Training do hereby commend Sheriff Richard F. Pacileo for his 
outstanding service and dedication to California law enforcement. 

July 16, 1981 
Chairman 

Executive. Director 



State of California Department of Justice 

Memorandum 

• Commission Date July 2, 1981 

Long Range Planning Committee,~~s, /~ Chairman 
From Commission on Peace Officer Standards and Training 

Subject: TASK FORCE ON EDUCATION AND TRAINING (PRE-EWLOYMENT TRAINING AND CAREER PATHS) 

• 

• 

The stated purpose of this task force is "To develop suggested Regulations 
change or other strategy to increase pre-employment training in conJunctJon 
with improving the relevance and quality of such training, and to standardize 
career entry paths." 

The Professionalization Coordinating Committee has submitted recommendations 
from this and other Symposium follow-up task forces for review by POST, CPOA 
and PORAC. The Commission has asked the Long Range Planning Committee to 
review them and to recommend Commission action. 

The Long Range Planning Committee met on June 19th for that purpose and with 
the assistance of the staff review is recommending the following action on the 
recommendations of the Task Force on Continuing Education and Training. 

Recommendation #1 

The current dual entry pattern for entry into law enforcement should be 
continued (hire- then train, or hire those already trained). 

Pre-employment training should be encouraged but pre-employment students 
should be screened to minimize the' possibility of undesirable or obviously 
unqualified students attending basic courses. 

Staff Analysis: This is the pattern that now exists. The extent of pre­
employment training is not known but enrollment by non-affiliated students has 
increased during the past several years. Most are being hired. 

t1oti on: To approve the reccimmendati on as submitted • 



~-------·------------------ -----. 

Recommendation #2 

Basic academy screening should consist of reading/writing tests, physical 
agility examination to determine the student's ability to participate in 
physical training activities, fingerprint check to determine felony convic­
tion, counseling about standards and working conditions, and formalized 
documentation of this screening to minimize redundancy with agency screening. 
Legislation required to facilitate this process should be supported by POST, 
CPOA, and PORAC. 

Staff Analysis: Modification in wording is recommended to avoid the appear­
ance of de-emphasizing the necessity for employing agencies to conduct a 
thorough background investigation. In addition, academies only need 
information on felony convictions. 

Motion: To approve with two modifications: 

a. Academies should be authorized only information about felony 
conviction from local law enforcement agencies. 

b. Delete the following phrase from the recommendation: "To minimize re­
dundancy with agency screening." 

Related Motion: To authorize staff to encourage and support required 
1 egi sl at10n. 

Recommendation #3 

The same standards of quality and content control should be applied to 
extended format presentations that are applied to intensive format 
presentations. 

Staff Analysis: This is already being done. 

Motion: To approve the recommendation as submitted. 

Recommendation #4 

Prior to 1987, an AA degree curriculum should be restructured to totally 
include or integrate the POST-approved Basic Course with the objective that 
the requirements of an AA degree, or its equivalent, be met upon graduation 
from the basic academy and prior to employment as a peace officer. 

Staff Analysis: Could resolve the issue of relevance of the AA Degree, 
pre-employment training, and increased educational standards. 
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Motion: To authorize staff to work with representatives of preservice 
programs, agency and college-based academies, user agencies, and the 
chancellor's office to develop an AA Degree program which integrates the basic 
course and the degree. 

Recommendation #5 

A limit of three years should be established within which a preservice student 
must be employed. After that, the equivalence testing process must be invoked. 

Staff Analysis: This is consistent with current administrative policy. 

Motion: To approve the recommendation as submitted. 

Recommendation #6 

POST should modify its records system to measure current and future levels of 
pre-employment training and retention • 

Staff Analysis: 
from our files. 

It is currently impossible to retrieve pre-employment figures 
This is a desirable capability. 

Motion: To approve the recommendation as submitted. 

Recommendation #7 

Communicate to the community colleges with AJ.degree programs about the 
concern for lack of relevance in the community college AJ program and 
recommend that they adhere to the core curriculum developed through the 
Chancellor's Office, California Community Colleges. 

Staff Analysis: This pro~ess is already occurring and should be addressed 
constantly regardless of any other elements of the task force recommendation. 

Motion: To approve the recommendation as submitted • 
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Recommendation #8 

That POST's regulations be amended to require an Associate degree or 60 
semester units (with 40 units in general education) for the intermediate· • 
certificate arid Baccalaureate degree for the advanced certificate along 1~ith 
experiential requisites. 

Staff Analysis: This requirements would direct the educational experience 
toward a goal and would tend to improve communication and interpersonal skills. 

Motion: To approve the recommendation in concept and authorize staff to 
rev1 ew the certificate requirements matter for public hearing. 

Recommendation #9 

An active advisory committee be utilized for all AJ degree programs. 

Staff Analysis: Current position of POST but needs emphasis from time to time. 

Motion: To approve the recommendation as submitted. 

Recommendation #10 

POST should mandate a field training program with the following 
characteristics: 

a. The FT program should be required for all newly employed officers and 
lateral transfers as part of the agency certification requirements. 

b. The requirement should be "prior to field assignment," rather than 
"immediately following basic." 

c. The program should be closely related or integrated into the Basic 
Course, should be performance objective-orientated rather than time 
related, and that POST should update, distribute, and maintain a field 
training guide .for that purpose. 

' Staff Analysis: This is a desirable requirement but POST should be able to 
provide spec1al consideration for small agencies. 

Motion: To develop for public hearing within 18 months. Include provisions 
for resolving small agency implementation and compliance standards issue. 
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Recommendation #11 

POST should eliminate the six-unit requirement (POST Regulation 1004(b)) as a 
condition of employment. 

Staff Analysis: This requirement has become redundant. All basic courses now 
award at least six units. 

Motion: To approve the recommendation as submitted and schedule for public 
hearing. 

-5-
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State of California Department of Justice 

Memorandum 

e 

From 

Subject: 

• 

Commission Dote July 2, 1981 

~~-
Long Range Planning Commi-:2/.. i~at Trives, Chairman 

Commission on Peace Officer StandardG and Training 

.TASK FORCE ON CONTINUING EDUCATION AND TRAINING, GROUP II -
INCREASED EXECUTIVE TRAINING · -

The stated purpose of this task force is to develop suggested increased 
executive training. 

The Professionalization Coordinating Committee has submitted recommendations 
from this and other Symposium follow-up task forces for review by POST, CPOA 
and PORAC. The Commission has asked the Long Range Planning Committee to 
review them and to recommend Commission action. 

The Long Range Planning Committee met on June 19th for that purpose and with 
the assistance of the staff review is recommending the following action on the 
recommendations of the Task Force on Continuing Education and Training, Group II: 

Recommendation #1 

POST should provide a comprehensive Executive Profile Assessment - a 
comprehensive assessment of the chief executive's strengths, weaknesses, 
management styles, and aptitude by a variety of examinations and analysis by 
experts. 

Staff Analysis: Could be very costly and would be an unprecedented use of POTF. 

Motion: Reject the recommendation but act as clearing house for commercial 
sources. 

Recommendation #2 

Mandate the Executive Deve 1 opment course for all chiefs ·and sheriffs appointed 
after the effective date to an agency in the .Regular or Specialized Program. 

Modify the course to include an assessment center and increase instructional 
allowances to attract the ·most qualified instructors. 
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Staff Analysis: POST guidelines provide for instructional fees beyon·d the 
normal when necessary to obtain: exceptionally qualified instructors. With 
regard to mandating the course, consideration must be given to grandfatheri~ 
clause and to equivalency evaluation. Also, the legal issue of requiring ,._, 
training of elected officials (sheriffs) needs to be researched. 

Motion: To initiate the public hearing process to mandate the course 
effective January 1, 1983, with consideration being given to the addition of 
an assessment center and appropriate equivalency and grandfathering process. 

Recommendation #3 

Expand the executive series of courses. Direct content to contemporary needs, 
continuing executive careers, and various agency sizes. Courses should be 
affiliated with a college or university for credits. The course should be 
organized to minimize travel. POST should provide a certificate-upon 
completion of the series which include: 

a. basic core 
b. contemporary issues 
c. electives 

Staff Analysis: Is consistent with current research and projects in Progra­
Development Bureau. 

Motion: To approve the concept and direct staff to expand and improve the 
current program and to develop a comprehensive plan for the executive seminar 
series. 

Recommendation #4 

Provide a program of Executive Resources which includes: · 

a. Expansion of POST management counseling services to include a cadre of 
resource personnel to assist executives on-site with specific or 
general needs. 

b. Expansion of the Field Management Training to provide more than five 
days per training session. 

c. Maintenance by POST of a list of exemplary projects to include: 

1. organizational design 
2. facilities 
3. data processing 
4. communications systems 
5. vehicle fleet maintenance procedures 
6. · technology transfers· 
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Staff Analysis: PAI4 currently pe1·mits Field Management Training in excess of 
five days on an exceptional basis. It would not be advisable to remove the 
routine five-day limit. POST is expanding its counseling services with an 
additional consultant. Outside one-on-one on-site counseling could be cost­
prohibitive. Our library currently maintains an exemplary project list but 
could be expanded to include all recommended areas. 

Motion: To approve the concept, except do not fund on-site counseling by 
outside experts. 

Recommendation #5 

·POST ·should provide and maintain a quarterly digest of excellent management 
articles, and a video/audio tape management series. 

Staff Analysis 

This is a desirable objective but library does not have adequate staff time. 
It would require additional employees. The idea is worth consideration. 

Motion: ·To approve the concept and explore costs and capability . 

Recommendation #6 

Explore the feasibility of establishing a "police college" for supervision, 
management, and executive education and training. 

Staff Analysis: This recommendation was made by the Coordinating Committee 
based on comments in the task force report. Staff agrees with the need and 
feels that a police college could accommodate all of the recommendations made 
by this task force as well as some of those made by other task forces.__. 

Motion: To authorize staff to prepare a developmental study designed to 
explore the feasibility of establishing a "police college" for supervisory, 
management, and executive education and training.' 

-3-
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Staff Analysis: POST guidelines provide for instructional fees beyond the 
nonna 1 when necessary to obtain exception ally qualified instructors. ~lith 
regard to mandating the course, consideration must be given to grandfathering 
clause and to equivalency evaluation. Also, the legal issue of requiring 
training of elected officials (sheriffs) needs to be researched. -

Motion: To initiate the public hearing process to mandate the course 
effective January 1, 1983, with consideration being given to the addition of 
an assessment center and appropriate equivalency and grandfathering process. 

Recommendation #3 

Expand the executive series of courses. Direct content to contemporary needs, 
continuing executive careers, and various agency sizes. Courses should be 
affiliated-with a college or university for credits. The course should be 
organized to minimize travel •. POST should provide a certificate upon 
completion of the series which include: 

a. basic core 
b. contemporary issues 
c. electives 

Staff Analysis: Is consistent with current research· and projects in Program 
Development Bureau. 

Motion: To approve the concept and direct staff to expand and improve the 
current program and to develop a comprehensive plan for the executive seminar 
series. 

Recommendation #4 

Provide a program of Executive Resources which includes: 

a. Expansion of POST management counseling services to include a cadre of 
resource personnel to assist executives on-site with specific or 
general needs. 

b. Expansion of the Field Management Training to provide more than five 
days per training session. 

c. Maintenance by POST of a list of exemplary projects to include: 

·1. organizational design 
2. facilities 
3. data processing 
4. communications systems 
5. vehicle fleet maintenance procedures 
6. technology transfers 
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State of California Department of Justice 

M e m o r a n d IIJJ m 

Co;nmission Date June 30, 1981 

?!~-~ 
Long Range Planning Committee, !~at Trivis, Chairman 

From Commission on Peace Officer Standards and Training 

Subject' TASK FORCE ON LICENSING/ENHANCED CERTIFICATION 

• 

• 

The stated purpose of this task force is to develop for Commission 
consideration, legislation or PAN change directed to the licensing of police 
officers, or PAM change which would upgrade the Basic Certificate to license 
status. Increased training and minimum selection standards to be considered 
as part of the legislation or regulations change. 

The Professionalization Coordinating Committee has submitted recommendations 
from several of the Symposium follow-up task forces for review by POST, CPOA, 
and PORAC. The Commission has directed the Long Range Planning Committee to 
review them and to recommend Commission action. 

The Long Range Planning Committee met on June 19 for that purpose and with the 
assistance of the staff review is recommending the following action on the 
Task Force recommendations: 

Recommendation 

Support legislation which would upgrade the Basic Certificate to license 
status and would expand the requirements and condition for revocation. 
(Complete text of proposed legislation is included as Appendix A. Revised 
version is Appendix B.) 

Staff has recommended the following modifications to the proposed legislation. 

1. Section 13526(d): 
tion. It would extend 
listed in P.C. 830. 

defines "peace officer" for purposes of the legisla­
the certification to all categories of peace officer 

Staff Analysis: This broad application would be too costly and could impose 
training requirements not related to the job of all the diverse classes. 

Motion: To reword the definition to include only those peace officer 
categories currently in the regular program. 



2. Section 13527: Paragraph 3 (c) under certification. The legislation 
implies but does not specifically require completion of the basic course. 

Motion: To reword the paragraph to require completion of the basic course and :. 
pass1ng a subject matter examination. 

3. Section 13527: Paragraph H under certification. The legislation would 
require the same examination for purposes of equivalency evaluation and 
for academy graduates. 

Staff Analysis: This requirement would be costly, cumbersome and unnecessary. 

Motion: To reword the legislation to distinguish between subject matter 
exam1nations which would be administered to academy graduates, and equivalency 
examinations which would be administered as part of the equivalent training 
evaluation process. This would require a modification of the proposed 
definitions of subject matter examination and the addition of a definition of 
equivalency examination. 

4. Effective date of December 31, 1981. 

Sta.ff Analysis: This date does not allow sufficient time for legislative 
process and implementation. 

Motion: · To move the effective date back to January 1, 1984 to provide time to 
make necessary preparations. 

Motions For Additional Provisions 

Motion: To add requirement for a POST-approved field training program. 

~1oti on: To speci fica lly spell out in the 1 egi sl ati on that a certificate does 
not immunize the holder from justified dismissal or local discipline. 
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CHAPTER 2 PEACE OFFICER CERTIFICATION APPENDIX A 

Article. Legislative Findings and Definitions 

13525. The Legislature finds and declares: 

(a) That the occupation of peace officer is a profession requiring 

adherence to high standards of selection, education, special 

training, and ethical conduct. 

(b) That the technical competence of persons practicing this profession 

is a matter of the highest significance to the health, welfare, and 

safety of the citizens of this state. 

(c) That the establishment and maintenance. of high professional and 

technical standards is best accomplished by the certification of 

persons who are, or seek to become, peace officers. 

(d) That the recognition of peace officers as professionals having both 

status and obligations beyond the temporary conditions of employ­

ment will further enhance observance of professional standards. 

13526. As used in this chapter: 

(a) "Commission" means the Commission on Peace Officer Standards and 

Training • 



(b) "Subject matter examination" means an objective examination approved 

by the commission to be used as an instrument to verify possession of 

minimum kno~1ledge and skills by the Commission as outlined in its 

basic course, the successful completion of which shall be mandatory 

for any applicant for a certificate. 

(c) "Certificate" means the basic certificate issued by the commission to 

a peace officer who has met all the requirements set forth in this 

chapter and by the commission. 

(d) "Peace Officer" means all peace officers in Chapter 4.5 (commencing 

with Section 830) of Title 3 of Part 2 of the Penal Code; however, 

nothing in this chapter shall be applied to any peace officer who is 

elected to his/her position, members of the California national Guard 

as defined in Section 830.2 (c) of the·Penal Code, and Reserve Auxil­

ilary or other peace officers as defined in Section 830.6 of the Penal 

Code. 

Article 2. · Commission on Peace Officer Standards 

and Training 

13527. The commission, consistent with the terms and provisions of this 

chapter, shall have the following powers and duties: 

(a) To establish and amend standards and procedures for the certification 

of peace officer personnel. 

(b) To adopt and amend appropriate rules and regulations to carry out the 

provisions of this chapter. 
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(c) To develop or supervise the development of, and to administer, 

objective examinations to measure subject matter knowledge and 

equivalent training of applicants for a peace officer certificate. 

(d) To prevent unqualified persons from becoming certificated peace 

officers. 

Certification 

1. The Commission may issue certificates to all peace officers as defined in 

this chapter first employed prior to January 1, 1932, who meet the 

requirements established by the commission. 

2. The commission shall grant certificates to all peace officers as defined 

in this chapter, first employed after December 31, 1931, who meet the 

• requirements established by this chapter and the commission. 

• 

3. After December 31, 1981, the commission shall grant a certificate to any 

applicant whose employing agency certifies that: 

(a) The applicant has passed a thorough background investigation 

conducted in accord with the regulations of the commission. 

(b) The applicant has been examined by a licensed physician and has been 

determined to meet the requirements of the commission. 

(c) The applicant has been fingerprinted and a search has been conducted 

of local, state, and national fingerprint files to disclose any 

criminal record. 

-3-



(d) The applicant shall be employed by a police or sheriff's department 

or department authorized by law. 

(e) The applicant has passed a subject matter examination prepared by, or • 

under the direction of, the commission. 

(f) The applicant has met all other requirements of the employing agency. 

(g) The applicant has been endorsed by the employing agency. 

4. Any person who has acquired equivalent training may take the subject 

matter examination required by this chapter. The commission may charge 

fees to defray the administrative costs of processing the examination for 

these persons, provided the fees do not exceed the cost of preparing and 

administering the test. 

5. The commission shall deny a cert.ificate to any applicant who: 

(a) Lacks the qualifications which are prescribed by law, or as 

prescribed by the regulations adopted by the commission. 

(b) If physically or mentally so disabled as to be rendered unfit to 

perform the duties authorized by the certificate for which such 

person applies. 

(c) Is dependent upon the use of controlled substances as defined in· 

Division 10 (commencing with Section 11000) of the Health and Safety 

Code. 
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(d) Has intentionally practiced or attempted to practice any material 

deception or fraud in such person's application for a certificate • 

(e) Fails or refuses to furnish a completed background investigation 

questionnaire. 

(f) Has entered a plea of guilty or nolo contendere to, or been found 

guilty of, or been convicted of, a crime classified by statute as a 

felony at the time the commission considers the application, or if a 

crime committed in another state which if committed in this state 

could be classified as a felony, or a crime involving moral turpitude 

arising out of, or in connection with, or related to the activities 

of such person in such a manner as to demonstrate unfitness to 

acquire or hold a peace officer certificate, and the time for appeal 

has elapsed or the judgment of conviction has been affirmed on 

appeal, irrespective of an order granting probation following such 

conviction, suspending the imposition of sentence, or of a subsequent 

order under the provision of Section 1203.4 allowing such person to 

withdraw his plea of guilty and to enter a plea of not guilty, or 

setting aside the plea or verdict of guilty, or dismissing the 

accusation or i nf ormation. 

6. Any peace officer re-employed after a break in service of more than 

three years must requalify by taking the subject matter examination 

and any indicated remedial training, regardless of whether or not· 

such peace officer possesses a certificate. 

13542. The commission shall deny a certificate to any applicant who comes 

• within any of the following classes: 
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(a) Has been determined to be ·a mentally disordered sexual offender under 

the provisions of Article 1 (commencing with Section 6300) of Chapter 

2 of Part 2 of Division 6 of the Welfare and Institutions Code or 

under similar provisions of law of any other state. 

(b) Has been convicted of any sex offense as defined in Section 44010 or 

87011 of the Education Code. 

(c) Who is not employed as a peace officer at the time the certificate is 

considered. 

7. The commission is authorized to secure information, records, reports, and 

other data relative to the identification or fitness of any applicant for 

a certificate from any local agency or agency or department of the state 

and for such purpose, any provision of law to the contrary notwithstanding: 

(a) The Department of Justice shall furnish, upon application of the 

commission, all information pertaining to any applicant of whom there 

is a record in its office. 

(b) The Department of Health shall furnish, upon application of the 

commission and with the consent of the certificate holder or 

applicant, all information and records pertaining to that person of 

whom there is a record in its office. 

The commission, upon written request of any agency employing peace 

officers, shall release to that agency information and other data rel­

ative to the identification or fitness of any applicant for a peace 

• 

el 

officer position in the requesting agency, so long as such release by • 

the commission is not prohibited by any other provision of law. 
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8. Whenever satisfactory proof is presented to the commission by any person 

to whom the commission has granted a certificate, that the certificate 

9. 

issued has been lost, stolen, or destroyed, the commission shall issue a 

duplicate of the certificate lost, stolen, or destroyed. 

The commission, upon request, may make such inquiries as may be necessary 

and may examine the files and records of any agency employing peace· 

officers described in this chapter. 

10. The commission may revoke the certificate of any peace officer described 

in this chapter whom the Attorney General determines: 

(a) Has committed any act which, if committed by an applicant, would be 

grounds for refusal to grant a certificate. 

~ (b) Has aided or abetted any person in the violation of any provision of 

this chapter. 

(c) Has violated any provision of this chapter. 

Misdemeanor and Penalties 

1. Any person who knowingly commits any of the following is guilty of a 

misdemeanor, and for each offense is punishable by a fine of not more than 

one thousand dollars ($1,000) or imprisonment in the county jail not to 

exceed one year, or by both fine and imprisonment: 

(a) Who practices or offers to practice as a peace officer in this state 

• without being certificated as required by this chapter. 
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(b) Who presents or attempts to present as the person's own the 

certificate of another. 

(c) Who permits another to use his or her certificate. 

(d) Who knowingly gives false evidence of any material kind to the 

commission, or to any member thereof, including the staff, in 

obtaining a certificate. 

(e) Who impersonates· a certificated peace officer. 

(f) Who uses, or attempts to use, a revoked certificate. 

(g) Who uses the title of "certificated peace office~' without being 

certificated as required by this chapter. 

(h) Who knowingly employs or causes to be employed, as a peace officer 

subject to the provisions of this chapter, a person who is not a 

certificated peace officer. 

·(i) Who refuses~ or fails, to return a certificate suspended or revoked 

under the provisions of this chapter. 

(j) Who violates any of the provisions of this chapter. 
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Article 5. Report of Employments and Terminations 

• 2. Any department or agency employing peace officers required to be 

certificated under this chapter, shall report to the commission within 30 

days of such employment the name of any certificated officer who is newly 

employed by that agency, or whose employment terminates, after the 

effective date of this chapter, upon a form provided by the commission. 

3. Nothing in this chapter shall be construed to prevent the establishment by 

local agencies of personnel standards higher than those established under 

this chapter. 

lf any provision of this act or the application thereof to any person or 

circumstances is held invalid, such invalidity shall not affect other 

provisions or applications of the act which can be given effect without 

• the invalid provision or application, and to this end the provisions of 

this act are severable. 

8981A/29 
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CHAPTER 2 PEACE OFFICER CERTIFICATION APPENDIX B 

Article. Legislative Findings and Definitions 

13525. The Legislature finds and declares: 

(a) That the occupation of peace officer is a profession requiring 

adherence to high standards of selection, education, special 

training, and ethical conduct. 

(b) That the technical competence of persons practicing this profession 

is a matter of the highest significance to the health, welfare, and 

safety of the citizens of this state. 

(c) That the establishment and maintenance of high professional and 

technical standards is best accomplished by the certification of 

persons who are, or seek to become, peace officers. 

(d) That the recognition of peace officers as professionals having both 

status and obligations beyond the temporary conditions of employ­

ment will further enhance observance of professional standards. 

13526. As used in this chapter: 

(a) "CCI11mission" means the Commission on Peace Officer Standards and 

Training • 



(b) "Subject matter examination" means an objective examination approved 

by the commission to be used as an instrument to verify possession of 

a sampling of the knowledge and skills as outlined by the commission 

in its basic course, the successful completion of which shall be man­

datory for any applicant for a certificate who has completed a basic 

course. 

(c) "Basic Course Equivalency Evaluation means an objective examination 

approved by the commission to be used as an instrument to verify 

possession of the minimum knowledge and skills as outlined by the 

commission in its basic course, the successful completion of which 

shall be mandatory for any applicant for a certificate who has not 

attended a POST basic course. · 

(d) "Certificate" means the basic certificate issued by the commission to 

a peace officer who has met all the requirements set forth in this 

chapter and by the commission. 

(e) "Peace Officer" means a peace officer member of a city pol ice depart­

ment, a county sheriff's department, a regional park district, a 

district authorized by statute to maintain a police department, the 

California Highway Patrol, the University of California Police, the 

California State University and Colleges Police, and a community 

college police department. 
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Article 2. Commission on Peace Officer Standards 

and Training 

13527. The commission, consistent with the terms and provisions of this 

chapter, shall have the following powers and duties: 

(a) To establish and ~~end standards and procedures for the certification 

of peace officer personnel. 

(b) To adopt and amend appt·opriate rules and regulations to carry out the 

provisions of this chapter. 

(c) To develop or supervise the development of, and to administer, 

objective examinations to measure subject matter knowledge and 

equivalent training of applicants for a peace officer certificate . 

(d) To prevent unqualified persons from becoming certificated peace 

officers. 

Certification 

1. The commission may issue certificates to all peace officers as defined in 

this chapter first employed prior to January 1, 1984, who meet the 

requirements established by the commission. 

2. The commission shall grant certificates to all peace officers as defined 

in this chapter, first employed after December 31, 1983, who meet the 

requirements established by this chapter and the commission . 
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3. After December 31, 1983, the commission shall grant a certificate to any 

applicant whose employing agency certifies that: 

(a) The applicant has passed a thorough background investigation 

conducted in accord with the regulations of the commission. 

(b) The applicant has been examined by a licensed physician and has been 

determined to meet the requirements of the commission. 

(c) The applicant has been fingerprinted and a search has been conducted 

of local, state, and national fingerprint files to disclose any 

criminal record. 

(d) The applicant shall be employed by a police ot· sheriff's department 

or department authorized by law. 

(e) The applicant has completed a POST basic course and passed a subject 

matter examination prepared by, or under the direction of, the 

commission. 

(f) The applicant has successfully completed a-POST-approved field 

training program. 

(g) The applicant has met all other requirements of the employing agency. 

(h) The applicant has been endorsed by the employing agency. 
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4. Any person who has acquir~d equivalent training may take the basic course 

equivalency examination required by this chapter. The commission may 

• charge fees to defl-ay the administrative costs of processing the 

examination for these persons, provided the fees do not exceed the cost of 

preparing and administering the test. 

5. The commission shall deny a certificate to any applicant who: 

(a) Lacks the qualifications which are prescribed by law, or as 

prescribed by the regulations adopted by the commission. 

(b) If physically or mentally so disabled as to be rendered unfit to 

perform the duties authorized by the certificate for which such 

person app 1 i es. 

• (c) Is dependent upon the use of controlled substances as defined in 

Division 10 (commencing with Section 11000) of the Health and Safety 

Code. 

(d) Has intentionally practiced or attempted to practice any material 

deception or fraud in such person's application for a certificate. 

(e) Fails or refuses to furnish a completed background investigation 

quest i onn ai re. 
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6. 

(f) Has entered a plea of guilty or nolo contendere to, or been found 

guilty of, or been convicted of, a crime classified by statute as a 

felony at the time the commission considers the application, or if a 

crime committed in another state which if committed in this state 

could be classified as a felony, or a crime involving moral turpitude 

arising out of, or in connection with, or related to the activities 

of. such person in such a manner as to demonstrate unfitness to 

acquire or hold a peace officer certificate, and the time for appeal 

has elapsed or the judgment of conviction has been affirmed on 

appeal, irrespective of an order granting probation following such 

conviction, suspending the imposition of sentence, or of a subsequent 

order under the provision of Section 1203.4 allowing such person to 

withdraw his plea of guilty and to enter a plea of not guilty, or 

setting aside the plea or verdict of guilty, or dismissing the 

accusation or information. 

Any peace officer re-employed after a break in service of more than 

three years must requalify by taking the subject matter examination 

and any indicated remedial training, regardless of whether or not 

such peace officer possesses a certificate. 

13542. The commission shall deny a certificate to any applicant who comes 

within any of the following classes: 

(a) Has been determined to be a mentally disordered sexual offender under 

the provisions of Article 1 (commencing with Section 6300) of Chapter 

2 of Part 2 of Division 6 of the Welfare and Institutions Code or 

under similar provisions of law of any other state. 
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(b) Has been convicted of any sex offense ,as defined in Section 44010 or 

87011 of the Education Code . 

{c) Who is not employed as a peace officer at the time the certificate is 

considered. 

7. The commission is authorized to secure information, records, reports, and 

other data relative to the identification or fitness of any applicant for 

a certificate from any local agency or agency or department of the state 

and for such purpose, any provision of law to the contrary notwithstanding: 

{a) The Department of Justice shall furnish, upon application of the 

commission, all information pertaining to any applicant of whom there 

is a record in its office • 

{b) The Department of Health shall furnish, upon application of the 

commission and with the consent of the certificate holder or 

applicant, all information and records pertaining to that person of 

whom there is a record in its office. 

The commission, upon written request of any agency employing peace 

officers, shall release to that agency information and other data 

relative to the identification or fitness of any applicant for a 

peace officer position in the requesting agency, so long as such 

release by the commission is not prohibited by any other provision of 

law • 
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8. Whenever satisfactory proof is presented to the commission by any person 

to whom the commission has granted a certificate, that the certificate 

issued has been lost, stolen, or destroyed, the commission shall issue a 

duplicate of the certificate lost, stolen, or destroyed. 

9. The commission, upon request, may make such inquiries as may be necessary 

and may examine the files and records of any agency employing peace 

officers described in this chapter. 

10. The commission may revoke the certificate of any peace officer described 

in this chapter whom the Attorney General determines: 

(a) Has committed any act which, if committed by an applicant, would be 

grounds for refusal· to grant a certificate. 

(b) Has aided or abetted any person in the violation of any provision of 

this chapter •. 

(c) Has violated any p1·ovision of this chapter. 

Misdemeanor and Penalties 

1. Any person who knowingly commits any of the following is guilty of a 

misdemeanor, and for each offense is punishable by a fine of not more than 

one thousand dollars ($1,000) or imprisonment in the county. jail not to 

exceed one year, or by both fine and imprisonment: 

(a) Who practices or offers to practice as a peace officel' in this state 

without being certificated. as required by this chapter. 
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(b) Who presents or attempts to present as the person's o;m the 

certificate of another . 

(c) Who permits another to use his or her certificate. 

(d) Who knowingly gives false evidence of any material kind to the 

commission, or to any member thereof, including the staff, in 

obtaining a certificate. 

(e) Who impersonates a certificated peace officer. 

(f) Who uses, or attempts to use, a revoked certificate. 

(g) Who uses the title of "certificated peace officer" without being 

certificated as required by this chapter • 

(h) Who knowingly employs or causes to be employed, as a peace officer 

subject to the provisions of this chapter, a person who is not a 

certificated peace officer. 

(i) Who refuses, or fails, to return a certificate suspended or revoked 

under the provisions of this chapter. 

(j) Who violates any of the provisions of this chapter • 
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Article 5. Report of Employments and Terminations 

2. fl.ny department or agency employing peace officers required to be 

certificated under this chapter, shall report to the commission within 30 

days of such employment the name of any certificated officer who is newly 

emp l eyed by that agency, or whose employment terminates, after the 

effective date of this chapter, upon a form provided by the commission. 

3. Nothing in this chapter shall be construed to prevent the establishment by 

local agencies of personnel standards higher than those established under 

this chapter nor to prevent the local administering of disciplinary 

action, including dismissal. 

If any provision of this act or.the application thereof to any person or 

circumstances is held invalid, such invalidity shall not affect other 

provisions or applications of the act which can be given effect without 

the invalid provision or application, and to this end the provisions of 

this act are severable. 

8981A/29 
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State of California Deportment of Justice 

Memcrandlll.llm 
fA 
• 'POST COMM.ISSION Date July 2, 1981 

~ 
Long-Range Planning Committee,~ ~s, Ghair=an 

From Commission on Peace Officer Standards and Training 

Subject,Task Force on New Organizational Concepts 

• 

.. 

The stated purpose of this Task Force is to develop position papers and 
strategies for implen1enting consolidation, regionalization, more efficient use 
of nonsworn personnel, regional selection procedures, and new career ladders. 
Recommendations are directed to Phase I - New Organizational Concepts. The 
Task Force has submitted only one recommendation which is described fully 
in the attached staff report. 

The Professionalization Coordinating Committee has submitted recommendations 
from this and other Sumposium follow-up task forces for review by POST, CPOA, 
and PORAC. The Commission has asked the Long-RangePlanning Committee to 
review them a·nd to recommend Commission action. 

The Long-Range Planning Committee met on June 19th for that .pur pose and with 
the assistance of the staff review is recommending the following action on the 
recommendations of the Task Force on New Organizational Concepts: 

Recommendation 

As a long-range goal, consolidate police services 1n California so as to form a 
system in which the State is divided into geographic areas, each served by a 
locally managed police force; all of the forces by law comprising the statewide 
system. 

Staff Analysis: The concept has merit but implementation is beyond the Commis­
sion's authority. {Refer to the attached Agenda Item Summary Sheet for further 
analysis.) 

MOTION: To refer the report back to the Coordinating Committee to assess 
whether police professional associations, the Legislature, local government, and 
other appropriate groups should be asked to review the feasibility and acceptance 
of this concept. 



Commission on Peace Officer Standards and Training 

Status ReportO 

~pace p elow, describe the ISSUES, BACKGROUND, ANALYSIS and RECOMME!\'DATIO:\"S. 
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the 
report. (e. g., ISSUE Page ). 

ISSUE 

The Task Force oroposes that as a long range goal, local police services in 
California should be organized into a number _of police forces, each of which 
being responsible for a major geograohic or/metropolitan area; all of which forces 
to comprise a statewide policing systel'l. , 

BACKGROUf\ID 
' 

As a result of the Symposiul'l on Professional Issues in Law Enforcement, held in 
Sacramento on October 1-3, 1980, the Task Force on New Orf)anizational Concepts 
was formed. The Chairman of this grouo is John M. Dineen,, Chief of Police, Millbrae, 
the other members of the Task Force are David H. Swim, President, Stockton Police 
Officers Association, Bob Foster, President, Oakland Police Officers Association, 
C. M. U1ike) Schliskey, \-Jestr.1inster Police Officers Association, Alan L. \•allis, 
Deputy Chief City of Simi Valley Police Department, Euoene B. Hansen, Commander, 
Santa Ana Police Department, Arch Scheffel, Chief of Operations, San Joaquin Sheriff 
Department, O.R. (Ray) Shipley, Chief of Police, Eureka Police Department, Lou 
Reiter, Deputy Chief, Los Angeles Pol ice Department. 

The Task Force met on three occasions (2-18-81, 3-10-81, 4-2-81) regarding this 
issue. 

The first phase of the Task Force's assif)nments was: Consolidation and Regionalization. 
The findings and recommendations of the Task Force are expressed in this report. 

ANALYSIS 

The Task Force reviewed the literature and personal awarenesses regarding numerous 
consolidation or reqionalization approaches, that have been either prooosed or 
implemented in California or the Nation. Particular attention was qiven to approaches 
for providin!J ooerational or sunnort services for local la~t enforce!'lent jurisdictions 
jointly. The Task Force observed that these anrroaches do not necessarily guarantee 
cost savings but may and frequently do result in greater effectiveness or efficiency. 
Because it did not 11ant to merely reiterate 11hat has often previously been recom­
mended by others the Task Force decided unon a broader conceot as its recommendation: 
oolice services in California should be consolidated so as to form a system in 
which the state is divided into georJraohic areas, each served by a locally managed 
po 1 ice force. A 11 of the forces, waul d by 1 a~t, cor1pri se the state11i de system. 

e side if 
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In ·the system approach the fractionalization of law enforcement w.ould be eliminated,. 
permitting coordinated and consistent services and professional competency throughout 
the state. For example the system would provide consistent financing, organizing, 
and staffing. It would also provide for statewide inspections to insure standardized 
operations imd procedures i.e~, for selection of personnel, training/education, 
compensation, benefits, equipment, supplies, uniforms, terminology, and career 
development and opportunities, 

The people throughout the state of California the Task Force believes could be • 
provided a greater assurance of equal protection - at least on the basis of the 
provision of uniformly managed and operated police services. 

The Task Force recognized that the attainment of the police system-objective can 
only be achieved by resolving substantial economic and political problems; and 
that during the transition, the utility of the ultimate objective can be demonstrated 
by encouraging the regionalization of police operational and suoport activities 
such as investigations, records, communications, special enforcement, purchasing, 
training, personal selection, etc. 

/ 
POST staff has considered the recommendation of the Task Force and also share 
the concerns expressed regarding the resolution of the anticinatedly substantial 
economic and political problems that could arise. Staff is in agreement also 
that greater support and encouraqement should be given to the initiation of the 
regionalization of police operational and suprort activities as recommended by 
the Task Force. Staff believes that in some settings, consolidation of police • 
jurisdictions could also be encouraged. Regionalization and consolidation efforts 
would hopefully more effectively serve the public. If this, in fact, is the result, 
these efforts would also serve to demonstrate the probability of the effectiveness 
of the po 1 ice system approach. 

Staff is aware of a number of democratic countries throughout the world that have 
operated highly respected police services on the systems basis. It is unknown 
as to whether the receptivity of the concept by the public and police, or the 
social, economic and political conditions are conducive to the success of the 
concept here. 

Thus, open active discussion may be appropriate for the purpose of assessment 
of feasibility and to explore and define the scope, organizational design, funding, 
local and state legislative requisites, geoqraphic and population considerations, 
staffing and facilities, timing and transition plans, as well as for engaging 
in appropriate local political and educational activities. 

RECOMMENOATION 

Refer the Task Force recommendation to the Symposium Coordinating Committee, to 
determine if there is a desire that the police system concept be carefully examined 
by police professional associations, the Leqislature, local government, and other 
appropriate groups and bodies, to determine the feasibility and acceptance of 
the concept. 

• 
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ON RETENTION 

June 26 
Status Report Financial Impact 

space prov cribe the .ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS. 
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the 

eport. (e. g., ISSUE Page ). 

ISSUE 

Approval of the recommendations of the Task Force on Retention Strategies. 

BACKGROUND 

This Task Force was appointed as a result of the October, 1980, SymposiUm on 
Professional Issues in Law Enforcement to address the issue of retention of 
qualified personnel. 

ANALYSIS 

The Task Force has developed a report analyzing attrition rates in California 
law enforcement agencies along with general causes and remedies. This report 

.. and an executive srnnmary is included as an .at.tachment to .this .agenda i-tem.. The 
study and report has generated four recommendations. The Professionalization 
Coordinating Committee supports the recommendations and additionally recommends 
publication and distribution of. the report. The Task Force recommendations 
are: 

1. It is recommended that POST assume responsibility for gathering attrition 
data from local agencies on an ongoing basis for the purpose of monitoring 
police attrition. This information should be disseminated to· all agencies 
annually. 

2. It is recommended that POST develop a regionalized concept of written 
testing and physical agility and the development of an eligible list 
should be explored and implemented. Such lists should be utilized in 
association with Qualification Appraisal Panels. of individual agencies. 

3. It was strongly recommended that POST establish,~~ minimum standard, 
the requirements and appropriate minimum passing level for reading and 
writing tests developed by POST. 

4. It is recommended that Lateral Mobility should not specifically be en­
couraged or discouraged, but should be open as an option for individual 
agencies. POST, in connection with its study of attritional data, should 
analyze lateral mobility through its computerized data bank to determine 
its implications and impact over the next ten years. 

Utilize reverse 
(OVER) 
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The report and the above Task Force·recorrunendations have not,been.reviewed 
by staff. 

RECOMMENDATION 

It is recommended that the Commission refer this report to staff for study 
and evaluation. The Commission may wish to also refer the report to the 
Long Range Planning Committee. 

. :. ' .. ').!' ;'' ·--· 
) ',: ·j . 

' I 

'1 l I;·' ; ,, ' " ·' 
,,, .,. ., 

' "' ) ; 

' 

~r 

:) ,. ) 

'·: 

l . , ' '-~ 
.. ~, . 

<: 
':· ·: ··. . )' 

' •.' (1'.1.' :., 

·' 
i ,. I' I' ' 

., ,, 

. ',. !·: .)<' '•.I ') '.l 
,, ' 

: 

: 

'\. 

.i. I, ,_; .,. \'' ' '\ I ··.1 • ' ' :• 
., ,')' I) 

'I,! 

:·_i '',.'!•); 1 ., ·r:o 

' ' ". : " 
:.r •I ' 

i ,, ' ·,,, 

,, ' ; 1 .. ,, '. ., 

' 
,, r,· ( .• 

; ' ,, ., 

'.) 

,.-· '·,. 

· .. 

,. 
') 

''.. 

i ; l 

; 

) 

,. 
) 

• . '. ''i 
·, ' •· < ) 
: .,. 

• 



(,\ ,J 
' \ '\;I 

• 

• 

• 

TA~K FORCE ON RETENTION STRATEGIES 

The Jletention of _Qunlificd ]'cr~-~~ 

EXECUTIVE SUl·fi'IARY 

Although there has been an increase in activity in the precess of recruit­
ing vnd selec.t.i.ng pe1·sonnel for care'2-rs iri lm .. ! cnforc0ment:. surprisingly 
little atte11tion -has been given to the retention of qual.ifled people. 
Obviously, l:.herc i.s a need for m.-::na8ers to be concerned ab?ut personnel 
o.ttri.tion hecaesc each inclividu.:J.l \·lho sep.s.ratcs fr:om the police servi('.e 
creates a vacancy v1hich must be filled. 

Hhil~ zero ,attrition is unhealthy and stagnating, it is clear thc.t a 
hi~1 attrition rate has an equally, if not greater, negative impact. 
Agencies with unacceptably high attrition rates are apt to find their 
r.1anagemcnt is handicapped and their effectiveness reduced by a lack of 
personnel to deploy and a lack of mobility of personnel ;~ithin the orgDn­
iza.tion. The~ community at large suffers due to the loss of experic:nced 
personnel, both by those -leaving the agency and those having to be as­
signed to the hiring process and thus f'Ot then available for law enforce­
ment activities, and by the general inexperience of newly hired personnel 
within the community. A community can find it extr€mely frustrating. to 
constantly re-educate members of the policing agency on their needs • 

The employees remaining v1ith the agency suffer due to increased work loads, 
unavcd lability of time off and the inability to move frof!1 one job assign­
ment to another, all of "Hhich affect morale .• 

Perhaps the most important effect of a high attrition rate is the increased 
expenses incurred by the employer in the processes of recruiting, testing, 
conducting background investigations, hiring,. and trai"ning the ne\-T employ­
ees. Evert if this increase in spending does not actually increase the 
agencyts budget, n"!onics are spent in this area which could otherHise be 
used more effectively elce\·;here including application to employee compen­
sation packages or application in diversified enforcement techniques. It 
is a much cheaper proposition to retain qualified personnel than to pour 
thousands of dollars into a recruitment, selection, and train2..ng program. 
It is just plainly more cost effective. 

Attrition rates for sworn officers range all the way from 2% to 45"/. with 
cities and counties ,.;ell dispersed betv:een these ext1-emes. 

To put these percentages in perspective, a high rate can mean a 100'/o turn­
over in personnel every five to six years or less. Recognizing that some 
a.J!lount. of attrition .is not d.ctrim~ntEl.l and, in fact, is desirable, each 
_aReUCY._~houJd revie~.,_, ~attrition~ to determine acceptability.--

The Internatjfin<1l Association of Chiefs of Police suggests that a seven 
t.o ten percent attritior: rate is not unreasonable and may actually provide 
a certain sense of vJ.tality to an org.c:mizG.tion that helps prevent stagna­
tion. Whether a seven to ten percent attrition experience is acceptabl~ 
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to an individual agency can only be determined by each individual agency, 
but attrition does cost money and one must assess whether the benefits of 
a mild attrition experience outweigh that perceived benefit. 

E~ch department must review its o•·m causes· of attrition to determine if 
the caus<>s are (l) desirable, and (2) if not, may they be impacted so as 
to reduce them. Some. balance of acceptable attrition must be found. It 
provides the greatest opportunity for organizational health, while pro­
viding 'for community stability and continuity. Generally speaking, if 
an agency is experiencing~ attrition which is not desired, then the 
agency has a problem to some degree and it would seem beneficial to re­
duce. that portion of the agency's turnover. 

In discussing possible remedies for an unacceptable attrition rate, it 
is important to bear in mind that each individual agency and the employ­
ees in that agency may be affected by considerations which are not uni­
versal. By their very nature, some topics discussed in this report may 
be inapplicable to one agency or another or to one employee or another. 
In light of this individuality, it is important that we utilize a general­
istic approach and note that the topics considered should not be construed 
to be impositions of any procedure or practice not otherwise acceptable 
to both the employer and employees in a given jurisdiction. Rather, these 
topics should be suggestive of areas to explore, if applicable, in order 
to reduce attrition.· An agency may adopt one or more of the general con­
cepts expressed and then modify or form specifics in order. to reach a de­
sired end result. 

In attempting to identify the reasons for the attrition, it was also dis­
covered that these varied from agency to agency, thus making it very dif­
ficult to·develop a set of retention strategies that would have universal 
application. 

The Task Force has attempted to synthesize and identify those areas that 
appear to be the most frequently occurring problems contributing to at- · 
trition and develop general approaches that may be considered by indivi­
dual agencies in response to individual needs. 

Although each singular cause for separation may have a correlative cause 
and the chain of causes which·ultimately prompts an employee to leave 
may never be properly and separately identified, there appears to be 
three general areas or categories within which these causes lie. These 
categories aJ;e (l) environmental considerations, (2) economic consider­
ations, and (3) general job satisfaction. 

The Task Force has identified the problem which is the failure in some 
agencies to retain qualified personnel. The desired solution,· of course, 
is to slow attrition to an acceptable rate and retain individuals who are 
qualified to remain in the police service. 

This paper suggests alternatives. and options which may be utilized in 
reaching the desired solutions. 

-2-

• 

• 

• 



., 

• 

•• 

• 

ENVIRONl·1Ein'AL CONSTllERATIONS 

Environmental aspects of a job are probably most difficult to deal with • 
For obvious reasontJ, items such as congestion and smog seem to be incor­
rectnblc for the most part. Indeed, in lorge metropolitan areils, for 
example, tl1erc may he little that can be done to reduce the effect, but 
in most in~tanccs i.t may be possible to reduce thCsc extrinsic factors 
as to their effect upon the indi.vidnal employees .. 

Agencies can re-evaluate residency reqoirements, provi.dc housing avail­
ability counseling, and improve the structural environment which includes 
vehicle comfort and maintenance, department facilitieS, and corrnnunications 
systems. 

ECONOl'!IC CONSIDER,..TIONS 

.As to the factors which might motivate an. employee to leave the job, gen­
eral economics must certainly be r<lted high. In some situations, the 
economic pressures affecting an employee may be such that an employer can 
do nothi.ng to remedy the situation; however, it Hould seem that in the 
f,reater number of instances, the employer could affirmatively address an 
employee's economic problem in some fa~hion or another. 

Salary and fringe benefits together with enhanced spendability of salaries 
were. considered v1ith maximum tax avoidance or tax deferr.ed benefit to the 
employee. It appears that the future will involve the concept of total 
compensntion with the selection of cafeteria style benefits. Associated 
\'Iith such ben.efito are general leave time, sick leave buy back, sabbatical/ 
educational leave, subsidized housing, creative financing, furnished vehicle 
and fuel, vehicle purchase and lease back, commute stipend, financial counsel­
ing, and disability retirement. 

JOB SATIS~'ACTION 

Related to this concept of expectations and job satisfaction is a wide 
body of information on morale and organizational the.ory. 

It is the responsibility of police administrators and supervisors to create 
and maintain an environment th.:it provides -for maximum employee ·motivation, 
effectiveness, and job satisfaction. 

Considered under this category are the areas of the paramilitary style of 
management, employee performance, communication channels, resolution of 
conflict, pre-ernplo~nent counseling, career development, discipline, man­
agement considerations, political environment, cupport, public image of 
police, scheduling, equipment, and training and development. 

LATERAL NOBILITY 

The effect of lateral mobility on attrition is discussed at length. Such 
mobility, most freq•Jently experienced at the top and bottorn.of the rank 
structur.e, is tending to move to·h'<J.rd the middle raTtks. Barriers to lateral 
mobility should be eliminated ·,·rlwncver possible. 

-3-



SELECTION PROCESS 

The selection process has been described as much too long and cumbersome • 
There has been much concern for duplication of efforts by many agencies. 
Another criticism of the current selection processes is that there are 
too many regulations and rest;.rictions forced on the recruitment and pro­
motional systems. The .interference into local hiring practices by both 
state and federal authorities has lasting effects on the ultimately se­
lected and retained personnel. 

Serious consideration should be given to regional application and test­
ing pools to establish active lists that employers could draw from quickly. 
This concept might both reduce the time necessary to process prospective 
employees and develop more universally accepted requirements. 

Open academy enrollment should be encouraged to develop a greater pool of 
available c'andidates for employment. The concept which was originally 
resisted, is now becoming a reasonable solution to attracting qualified 
personnel at a reduced cost to the agency. 

CONCLUSION 

This paper is not intended to be an exhaustive, thoroughly researched 
treatise·on the subject of employee attrition. The purpose and intent 
is to increase ·the awareness of the attrition problem in the police ser­
vice and provide a description of some strategies which might be con­
sidered in an effort to reduce unacceptable attrition rates. 

While various areas or mun'icipalities in the state experience different 
rates of attrition, there is a need for those responsible for public 
safety to be aware of the problem in the hope that it may be better con­
trolled. Some municipalities report attrition rates well above the 
I.A.C.P. recommended ·ten percent level which may indicate a serious re­
tention problem. 

The key to employee retention appears to involve both economic and non­
economic_ issues. While a number of excuses can be raised in this post 
Proposition 13 era with regard to salary and fringe benefits, there ex­
ists a responsibility to proyide a fair and competitive package for em­
ployees so that they will not be attracted to other job markets~ 

With regard to salary and fringe benefit items, there are a number of 
innovative measures discussed to improve the employees overall compen­
sation position. Some of those measures are also favorable to the local 
municipality. Specifically, items which enhance employee spendability 
>~hile reducing cash outlays by government. Both the agency arid the mu­
nicipality benefit from such plans. 

Another major area of discussion focused on employee satisfaction. Survey 
information collected by the Task Force supported the theory that many 
employees leave because they are dissatisfied. Those leaving are not 
necessarily the least desirable employees. A majority of those leaving 
are entering the private sector. While this increase in attrition for 
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reasons of dissatisfaction has been occurring, there has been an increase 
in recruitment and selection activity. ~et surprisingly little effort has 
been made to retain qualified people by reducing their dissatisfaction and 
increasing their satisfaction. Such an effort can be accomplished by re­
ducing those factors which inc:rease employee anxiety and frustration. The 
idealistic expectations of those entering the service must be brought 
closer to reality. 

In this connection, it is the responsibility of police administrators and 
employee organizations to create and maintain a climate which provides for 
maximum employee motivation·, effectiveness, and satisfactionc This may 
well mean a modification or departure from past notions of tha paramilitary 
nature of the police organ'ization model.. Employee morale must be enhanced 
in order to improve satisfaction. Much of today's employee dissatisfaction 
stems from inaccurate expectations of the job or the individual's future 
with the organization. Motivation can be restored through a variety of 
methods including career development, discipline, and greater communication 
throughout the organization. Some other areas discussed in this paper dealt 
with the public image of the police service, the political environment, and 
adequate equipment. 

An increasing concern for personal safety on the part of the public has 
enabled political leaders and administrators to focus on law enforcement 
needs. One basic need of any agency is for qualified personnel to carry 
out the purpose of the organization. For that reason alone, if for no 
other, it is imperative tl}at some serious attention be given to there­
tention of qualified personnel. It not only m'akes good economic sense, 
it makes good management sense~ 

MAJOR RECOMMENDATIONS FOR POST 

1. 

2. 

3. 

It is reco~~ended that POST assume responsibility for gathering 
attrition data from local agencies orr an ongoing basis for the 
purpose of monitoring police attrition. This information should 
be dtssemin·ated to all agencies annually. 

It is recommended that POST develop a regionalized concept of 
written testing and physical agility and the development of an 
eligible list should be explored and implemented. Such. lists 
should be utilized in association with Qualification Appraisal 
Panels of individual agencies. 

It was strongly recommended that POST establish, as a minimum 
standard, the requirements and appropriate mi~imu~p~ssing level 
for reading and writing tests developed by POST. 

4. It is recommended that Lateral Nobility should not specifically 
be encouraged or discouraged, but should be open as an option 
for individual agencies. POST, in connection with its study tif 
attritional data, should analyze lateral mobility through its 
computerized data bank to determine its implications and impact 
over the next ten years. 
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TASK FORCE OIJ RETENTION STRATEGIES 

The Retention of Qual'ified Personnel 

There \\'dS a time not so long ago 1·:hen the labor market for police applic&.nts 

\'las v·iH!ed as one of pienty. f.lcst agencies could pick and choose their future 

employees l'ritllout rnt2cl1 colicel·n about locating qualified individuals. But in 

the 1 ate seventies things began to change. Po 1 ice \'fork 1 ost its 

attract'i veness and glamour to many in the 1 abor market and they 1112nt off to 

seek employment elsewhere. The reasons for this change can only be speculated 

by rcct·uitment specialists, but they may include jhe follorting: 

o A decline in applicants with a public service orientation. The era of 

"me-ism" had developed people 1·1l1o wanted only to take care of their 

o~m self-interests. 

o Changes ~1e1·e perceived in the police role. The police had monitored 

civil rights protestors in the sixties, saved cities in urban riots, 

and battled 1·1ar protestors in the 1 ate sixties and early seventies. 

The police became the focus of attention 1·1ith questions on the use of 

force by officers. 

o A decline occurred in the post-~tar "baby boom", prompting .a decline in 

the population entedng the job market. 

o A decreasing number of young men entered the m'il itary service • 

o While the day-to-doy role of policing had not lost its excitement, 



'1 (• ,, 
cynicism h<:!d gro~m Hithh the profession because of unfavorable court 

decisions and media portrayals of the police .as cold and inhuman, 

o The gro1~i ng p1·obl em of crime and violence in America, especially in • 

large urban areas, also contributed to a declining interest. 

Hililc all these adverse elements 1:ere at play in the 1'/0rld, a greilter emphasis 

on job standards, job t'elevancy, and validated testing in the selection 

process \'/itS being demanded by federal and state regula tory agencies. ~1any 

traditional ·job stand<1r·ds \':ere changed and personnel tests \'/ere modified. 

Some pol ice agencies \·lere required by court ordered consent dect·ee to hire 

specific percentages of people bilsed upon ethnic or gender classificiltion. 

Height standards, intelligeoce testing, medical standards, and age limitations 

\'tere all the subject of review. Yet, during all this change, the objective of 

police selection remained the same---to select individuals 1\·ho could 

sati sfactod ly perform the duties of a po 1 ice officer and protect il.nd serve 

·the reside!tts of the local community~ 

Although there has been an increase in activity in the process of recruiting 

and selecting personnel for careers in law enforcement, surprising1y little 

attention has been given to the retention of qualifiedpeople. Obviously, 

there is a need fot· managers to be concerned about personne 1 attrition because 

each i ndi vi dual who separates from the police service creates a vacancy 1·1hi cit 

·must be filled. 

Hhile zero attrition is unhealthy and stagnating, it is clear that a high 

attrition t'ate has an equally, if not greater, negative impact. Agencies with 

unacceptably high attrition rates are apt to find their management is 

handicapped and their effectiveness reduced by a lack of personnel to deploy • 
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and 2, lack of mobi Jity of personnel within the organization. The communHy at 

large suffe1·s dtze to the loss of expel'ienced pe1·sonnel, both by those leaving 

the agency and those huvi ng to be ass i yned to the hiring pr·ocess ar.d thus not 

available few ~-outinc liM enforcement activities, and by the general 

i nexperi er,ce of nev.•ly l1i red personnsl 1·1i thin the community. A community can 

find it extremely fr·ustrating to constantly re-educate members of the policing 

agency on their needs. 

The employees remaining 1·/ith the age:'ICy suffet due to increased 1·/0l'k lO<\ds, 

unavailability of time off and the inability to move fro;n one job assignment 

to another, all of l':hich affect morale. 

Perhaps the most important effect of a hi-gh attrition rate is the increased 

expenses incurred by the employer in the processes of recruiting, testing, 

conducting background investigations, hiring, und training the nevt emplcyees • 

Even. if this increase in spending does not actuaily increase the agency's 

budget, monies are spent in th·is at·ea 11hich could otller\~ise be used more 

effectively else~there including employee compensation packases or in 

diversified enforcement techniques. It is a much cheaper proposition to 

retain qualified personnel than to pour thousands of dollors into a 

recruitment, selection, and training program. It is just plainly more cost 

effective. 

The Task Force on Retention Strategies conducted surveys of over 125 agencies 

within the state in an attempt to asce1·tain the actual e;:i!!?tience in the area 

of Police attrition and retention difficulties. The resu1ts of these surveys 

disclosed· a wide diversity of experiences wi th·i n agencies from. throughout the 

• state over the past three years. Attrition rates fm· SVIOl'l1 officers range all 

the \'lay from 2% to 45% l'tith cities and counties 1~ell dispersed between these 

extremes. 
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To put these percentages in perspective, a high rate can mean a 100% turnover 

cin personnel every five to six years or less. Recogn-izirig that some amount of 

attl·ition is not detrimental and, in fact, is desirable, each agency should • 

l'ev·i el'l its attrition rate to determine accept;::bi l Hy. 

The International Association of Chiefs of Police suggests that a seven to ten 

percent attrition rate is not unreasonablG and may actually provide a certain 

sense of vital·ity to an organization that hC!lps prevent stagnation. Hhether a 

seven to ten percent attrition experience is acceptable to an individual 

agency can only be determined by each indivicli!al agency, but attrition does 

cost money and one must assess whether the benefits of a mild attl'ition 

experience outweigh that perceived benefit. 

An individual agency's percentage must be analyzed. Specifically, t!vo 

separate categories of attrition should be considered: first, attrHi.on which 

is a result of desirable causes or non-preventable causes such as regular re­

tirements end second, attrition which is a result of non-desirable causes or 

causes 11hich might be affirmatively dealt with, such as mec.:-ical reti1·e;nents, 

job dissatisfaction and economic considerations. Each depilrtment must reviev1 

its own causes of attrition to determine if the causes are (1) desirable, and 

(2) .if not, may they be impacted so as to reduce them. Some balance of 

acceptable attrition must be found. It pro"vides the greatest opportunity for 

organizational health, 1·1hile providing for community stc;bility and 

continuity. Generally speaking, if an agency is experiencing any attrition 

which is not desired, then the agency has a p:"oblem to sc:;e degree and it 

11ould seem beneficial to reduce that portion of the agency's turnover. 
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It should be pointed out that those leaving the law enforcement profession are 

not, necessarily, the leust desireable employees. fJor are all of those 

• leaving one policing agency, just relocating to another agency. The data from 

several local agencies indicate thut approximately 40% of those separating 

from one agency seel: employment Hith another depurtment. That means that a 

majority of those o i'fi cers 1 eavi ng the po 1 ice service bcfo1·e . retirement are 

going to private e;nployment, some into private security. n·,e reasons for the 

attrition need to be exami·ned. 

In discussing possible remedies for an unacceptable attrition rate, it is 

important to bear in mind that each individual agency and the employees in 

that agency r.1ay be affected by considerations l'lhich are not universal. lly 

their very nature, some topics discussed in this report may be inapplicable to 

one agency or another or to one employee Ol' another: In 1 ight of this indi-

viduality, it is important that \'le utilize a generalistic approach and note 

• that the topics consi de1·ed should not be construed to be impositions of any 

procedure or practice not otherwise acceptable to both the employer ar.d 

employees in a given j u;·i sdi cti on. Rather, these topics should be suggestive 

of areas to explore, if applicable, in order to reduce att1·iti on. lm agency 

may adopt one or mo~e of the general concepts expressed and then modify or 

form specifics in order to reach a desired end result. 

In attempting to identify the reasons fo1· the attrition, it was a 1 so 

discovered that these varied from agency to agency, thus making it very 

difficult tc develop a set of retention strategies that would have universal 

application. 

The Task Force has attempted to synthesize and identify th:Jse areas that 

appear to be thri most frequently occurring problems contributing to attrition 
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and de·:elop general app1·ouches that r.1ay be considered by individual agencies 

in response to individual needs. 

/\lthougil ee1ch singulill' cause: for sepilration rnuy have a con·elative c;:use and 

the chain of causes l'ih i c h ultinwte ly pr·ompts an emp 1 oycc to., eave may never be 

properly or1d separately identifed, tl1ere appears to be three general areas or 

c<,tegor·ies 1·:ithin 1·1hich these causes 'lie. These categodes are (1) 

e;wi I'Onmentul considerations, ( 2 l econcr.ri c cons ·ide rations, and _(3 ) generul job 

sati£.f0.ction. 

E IN I ROW•1E NT 1\L 

Environmental aspects of a job are probably most difficult to deal 1·1ith. Fur 

obvious reasons, items such as congestion and ~nog seer.1 to be incorrectable 

for th0 most pc:rt. Indeed, in large metropo1itc:n areas, fO!' ex.:mple, there 

may be 1 i tt.1 e that can be done to reduce the effect, but in most instances it 

may be poss·i b 1e to reduce these extl'i ns i c factors as to the it' effect upon the 

individual er;1ployees. 

Recognizing the fact that employees leaving an. agency may often cite 

congestion, smog, or general living conditions as a cause for their 

separation, it seems unlikely that ~1e are going to eliminate s;nog Ol' 

congestion. He may be able to separate the employee, at lcast in the 

employee's off-duty time, .from the smog or congestion. If a.n agency has the . 

unfortunate 1·eality of exreriencing this problem, it may 1·rish to explore Hays 

in 1;hi ch to make it easier for employees to reside outside the burderoso;;;e 

area. Certainly, a ''residency requirement'' may be inappropriate if it 

mandates that an employee must continually be 11·ithi n such <;n erlvi ronment. 

Reducing the time that an employee is subjected to the physical and mental 
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stresses found within such an environment 1nay l1elp to reduce attrition caused 

by thiS fiiCtOI' . 

• Allo~>iing un employee to reside SO!iiC distance from the job site may have an 

economically aci•Je1·se <:ff.cct as a rcsuH of 1noney and time spent in co:;;r,,uting, 

Up0n initia·l h·iring, one method 11hich ""lY alleviate some of the probler,·,s is to 

provide sor:;e type of housing counseling to new employees. This nright include 

stKh things <;s·identHying the more desirable locations in 1·11iich to 1·:ve. 

Subsequent to employment, some economic consideration might be given to a 

commuting employee. 

A second a1·ea of content-ion l'!ith many officers is structul·c:l environn:2nt. 

llds includes such areas a v~hicle comfort a.nC: maintenar.c(;, de!Jartment 

• facil-ities, <tnd communications syster;:s. Since most officers spend a mojol'ity 

of their timz \IOi'l:ing from thei1~ pat1·ol vehicles, it may be highly ben2f·icial 

• 

to improve thei1· physical comfort. This may include improved seating 

structure and durability, leg roo;,l, ·inter·iol' lighting, and placement of needed 

equipment. Because' of the emergency nature of vehicle use, patrol vehicles 
' 

tend to face greater degrees of mechanical abuse. Insu"ring. that vehicles are 

prope1·ly maintained appears to communicate to the officer a sense of 

"caring". Department facilities not only provide a functional aspect, but may 

tiork to bring at.out a certain amount of pride in the organization. Specific 

areas of concern may revolve around &dequate locker room/shoi_-I·Zr facilities, 

b l'i efi ng room, coffee shop, exercise t·oom, and report 1·1ri ti ng a rea, a i 1 of 

which may add to officer comfort. Since radio·co:nmunications is v.ie1·;ed by 

most as the officer's ''lifeline", steps need to be taken to insure 

responsiveness to operational needs. Suggestions may include portable radios 
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to improve the offi ce1· s safety, added frequencies to 1 essen radio traffic per 

channel, or an improved method of radio use. 

While environmental aspects can never be totally eradicated, anything that can 

be done to depreciate the adverse effects of tile job may add to the employee's 

productivity and efficiency. 

fCOf!OJ.iiC 

As to the factors 1·1hich migilt motivate an employee to lea\'e the job, gene1·;::1 

economics must certainly be rated high: On some occasions, the economic 

pressu1·es affecting an employee may be such that an employer Ciln do nothil>g tn 

remedy the situation, hov:ever, it 1·1oul d seem til at in the greater nur:lbor of 

instances, the employer could affirmatively address an employee's economic 

· p1·oblem in. some fashion or anothet·. 

t·1any arguments may be made on each s·i de of the economic issue and, dcp2ndi r,g 

upon the politics of the day, some issues seem to apr2ar r:-;Dl'e often thv.n 

others. Everyone is concerned about the post Proposibieor1 13 and general tc:x­

reduction-era effects upon local budgets. The general p:ublic feeling that 

public employees are over-compensated is another factor i;s 1·1ell as the concept 

that no matter to what extent the economic compensatio.m lll::.y be elevated, the 

employee l'lill ah1ays continue to desit·e more. 

The other side of the coin, of course, is that the nonav;~,~lability of funding 

as a result of Propostion 13 and other. tax-reduction mea!·.n·es is to so:'lc 

extent illusory. Increasing employee benefits which in itt<rn offset the cost 

of attrition and inservice factors such as the higi1 usag" of sick time or 

injured-on-duty expen3e may ult'imatcly save the jurisdktion money. It seems 
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safe to conclude that an employee who is in an adverse economic situation 

1·1ould be more likely to be dissatisfied l'lith the job and/o1· oven~orked either 

by overtime spent at the job or second<TY employment. This dissatisfaction 

and/o1· excessive 1~orl; schedule has an adverse effect on the employee's health 

(physical and mental) which in turn m<w be causutivc, at least in part, for an 

increased usage of sick 1 eave or injured-on-duty time off, decreased pi·oduc­

tivity, and lo1·1ercd mo1·nle. Having employees unable to 1·1orl: as a result of 

'be'i ng out on paid sick leave or i nj twed-or.-duty accounts for a 1 a1·gc expcn-

di ture anr.uc:lly •. 

Th'e concepts cf an employee continuing· to desire more compe'nsati on regardless 

of any level attained, although a fact 1·1hich probably cannot be disputed, 

should be qual-ified. There is no reason why, in this era of increasing demand 

upon the employees and increasing inflation, that the employees compensation 

should not increase accordingly. Furthemore, there is abso 1 utely nothing 

wrong 1·rHh any person, including public employees, from attempting to increase 

thefr competitive financial position in order to attaiil.()r to meet the 

requi1·ements of the·ir des·ired lifestyle • 

. Considering economic issues, an argument can be made ~t agencies should be 

competitive 11i th other juri sdi cti ons l'lithi n the job market. In comparing 

police services to private industry, Vie have great difficulty in recognizing 

any other employment classsification which is as diversified and specialized 

as the police officer function. ~le have a tendency, therefore, to compete 

wHh other police agencies. 1'/hile ~1e operate in the current arena of contract 

negotiations, comparisons ~1ill ah1ays be drawn among the vadous jm·isdictions. 

Certainly, employees ~1ithin one jurisdiction, 1·1herein the compensation is 

noticeably lov1er than surrounding agencies, will be subjected to a negative 
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pressure adversely affecting morale and this aclversity will negatively impact 

retention. It is interesting to note, however, that in the attrition rate 

survey for the County of ·santa Clara, the agency with the highest attrition • 

rate happens to be one of the highest paying agencies in the entire San Fran-

cisco Bay Al'Cil. 

If an agency is going to compete 1·1ith other jurisdictions, it would seem best 

to compete based upon a total compensution figure rather than a salary figure. 

The divel'Sity ,in application of total compensation ske1's the compar·ison v:hich 

is sometimes done stt'ictly based on salary. 

Another consideration in this regard is the fact that eventually, if all 

agencies are competing based upon total compensation comparison ther·e may be a 

final equaling effect. 

Sa 1 ary a.nd Fringe Benefits 

Without a doubt, much of the attrition experience is attributed to a 

pel'Cepti on of low sa 1 aries or less than competitive fringe benefit paclwges. 

A large percentage of the officers leaving a particular agency surveyed, were 

simply transferring to another 1 aw enforcement agency 1·1here they improve their 

earning pm·1er and enhance their benefit package. In those areas where this is 

identified as a problem, the Task Force would encourage agencies to consider 

the f o ll m'li ng: 

o · Structuring the salary and benefit components to allcw for the maximtml tax 

avoidance or tax deferring benefit for the employee. The employer paying 

• ____ '' 

medical insurance premimums for the entire family as· 11ell as the entire • 

contribution to the retirement system, are simple examples of applying .this 
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concept. This can be done so that it does not cost the jurisdiction any 

more money but is actually an advantage to the employee from a tax 

standpoint . 

Adequate unifonn all 0\·mnce, mil e5ge reimbu1·sc:nents, home loan fi nan:::i ng, 

and general financial m.1nagement are examples of other areas that mc•.y be 

considered ~nd explored further. 

Enhanced Spendc;b·i 1 i ty 

In a time plagued with spiraJ-ing inflv·Hon and continously inc;·easing ir,terest 

rates, enhanced spenc!abil ity of the actual compensat·ion provided to an employee 

is of great concen1. It appears that employees may be moving in a dit·ection 

wherein more concet·n is given to the number of dollars received asopposed to a 

benefit package. This is certainly ur.derstandable 1·1hen l•:e have employees 1·1ho 

are ma!<ing house payments that equal Ol' exceed $900 a ;nonth dtre to a high cost 

of 1 iv·ing. 

Agencies should definitely explore methods of enh<.nci ng sr;(•;,.:)abi 1 i ty, scr.:e of 

tthich may not drarBtically increase the total compensatir·lr p<:ckagl'S of the· 

employees. Examples may include conversion of co:npensath·n to tax defetTed 

and/or tax exempt benefits. This would in turn maximize "lhe amount of after 

tax dollars received by the employee. Intertwined ~;ith sai<cry conside;·ations, 

and.as a portion of total compensation, fringe benefit.pac,~ges must be 

add1·essed.l·!hi1e balancing an agency's economic constraints 1..-ith the needed 

compensation incn~ases of the employees will be no easy ti' .. ::, agencies <:nd 

employees' Ol'ganizations mt:st look to exotic or unusual m~.·Jwc!s of 

compensation whic:·1 1-1ill maxir.1ize potential benefits for br·i..lr parties • 
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An example of one method is in the area of Social Security. Because of the 

increases in Social Security, officers l'lho are forced to belong to this system 

lose ttike-horne ray on the average of $1.21 per month. Jl.dditionally, most offi- • 

cers wi.ll never receive the aprropl'i ate type of benefits fro;n Socia 1 Secur·i ty. 

During recent years, officers have had as a priority, in times of negoti a-

tions, dropping out of Social Security or having local government pick up a 

percentage of the cost; thus, returning more take-home pay to the officer at 

no addi 'cion a 1 increase pay. 

Cafeteria Style Benefits 

Recognizing that each employee has individual concerns, cafeteria style 

benefit s~lection is also a topic worthy of great consideration. Although 

this might be difficult to initially develop accounting procedures within 

theagenc_y, it seems that it would substantially assist each individual 

employee, especially those with certain individual considerations v;hich tiJ.".Y 

need to address. 

A cafeterial style benefit package is the most equitable to all employees 

(single, married, and married 1·1ith children) in terms of providing the same 

total compensation to all deserving employees; allowing employees to select a 

specific benefit package that fits their particular needs v1ith the balance to 

be received as salary. It can be done in such a way that it enhances the 

overall situation on· the part of the individual employee without costing the 

city any more in the process. 
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Traditionally, labor relations has evo·Jved around the fact that government 

directed what fo1·m of benefits its employees 1·:oul d receive. In recent years, 

police associations and some local governments have come to realize that a 

"cafeteria style" means of bargaining mc.y be more satisfactory to the 

employee. During this same time, it 1~as determ·ined that many officers are 

mo1·e concerned ~lith other benefits: that is, other than sc:lary, thilt affect 

thei1· income. The following are examples of ~:ays to increa.se other benefits, 

1dthout an increase in salary, that d'irectly help the financial position of 

the officer: 

o Better insurance coverage so tf1at the officer spends less on medical, 

dental, and psychological services and charges. 

o Uniform all 01~ances that cover the actual costs of uniforms and 

cleaning . 

o Choice of means by ~1hich overti1ne is paid, that is, by cash Ol' time 

off. 

o Long-term disability plan for off-duty injuries. 

o Increase in POST certificate/incentive pay. 

General Leave Time 

An exciting topic is the concept of general leave time. It. makes little 

difference ~1hether an employee.is taking a day off as sick leave, CTO, or 

vacation . 
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/In employee should be allotted generc.l time off which is comprised of the 

total number of cumulative days theoretically avaflable as paid leave. 

The employee then has thee discretion to use that time as he desires. He may 

find that this dramatically t•educes s~ick leave in favor of i:n increase of 
' 

vacation time. The benefit to the agency here is that vacation time is 
I ~ 

normally scheduled, ~lhet·eby overtime to "cover" fot· an employee v:ho calls in 

sick can be reduced. 

Fresno County has an "Annual Leave Plan" which combines vacation, sick lec:ve 

and several holidays into one pool of days that can be taken by employees. 

Sick Leave Buy Back 

•' 
·With respect to sick leave specifically, one general feeling among employees 

is that the sick leave is a negotiated ''benefit'' of their contract which 

should not be left unused. An agency might reduce its sick leave if it 

provided for a substantial sick leave buy back program or other time off a!•;ard 

mechanisim ~:hen an employee does not use a substantial a'!lount of sick leave. 

Sabbatical Educational Leave 

Many officers leave police l':ork because they need a break from the job. 

Because there is no method, at this time, to give them a break, the officer 

must resign. If officers were allov1ed to take a leave of absence that would 

allow them to go to school, perform some other types of ~;o:·k, or gain another 

type of experience it may benefit the individual and the c'epartment. At the 

· end of this 1 eave, the officer returning to work may be found to be happier~ 

and more productive. This item can be viewed in the context of a paid leave 

. and a nonpai d 1 eave. 
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Subsidized Housinq, Creative Financino, Finance Hoe1e Purchase . . -·'-'-'-'..:C.:::.::.::..::.:_:_:=.c::_:_.c:.:_::c.::::.::.::. 

•. I·Jith respect to tlli s econo:nic area and specifically addressing the housing 

problem, employer~.' iU1d employee groups should seriously consider creative 

financing of homes, subsidized housing, and employer home financing. This may 

be done hand-in-huncl l·!ith an employer's housing availability counseling as 

p1·eviously discussed and, if necessary, a commute stipend might be appropriate 

in some cases. 

Furnished Vehicle &. Gas 

Items for consideration in this regard may be such things as fun:ishing thG 

employee !·lith an agency-owned vehicle 11ith associated fuel and maintenance. 

The benefit to the employee is obvious and might a 1 so benefit in the econo~1i c 

consi der·at"l on of co~·,muti ng, but ti1e i ni ti a 1 expense to the emp 1 O.J'GI' c;r;d 

• · continued expense in maintenance and fuel ~1oul d cc;use most employers to be 

reluctant. In response to this, the employer must consider that the generill 

1 ife of the city vehicle would be exten.ded greatly; maintenance cost would be 

reduced substantially; and an often overlooked point might be a subst&ntial 

reduction in accidents thereby reducing liability potential and monies paid in 

vehicle insurance and liability damage av1ards. 

Officer Purchase Vehicle & lease Back 

A correlative topic for cons·i deration would be the vehicle purchase/1 ease back 

plan whereby an employee purchases a vehicle and then leases it to the 

jurisdiction while retaining title and tax advantage. 
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The idea of vehicle purchase/lease arrangements has been explored in different 

agencies throughout the state v:here the officer buys the patrol unit and the 

jurisdiction then leases· it back from him. This concept, if structured 

properly, offers u.dvantages not only to tile employee but to .the employer u.s 

well. 

Commute Stincnd ------·--

A conmuter stipend is particularly attractive to the employee as a benefit 

that is not o1ily a tilx exer:lption item, but in the metropolitan areas, an 

opportunity to ride 1 arge muni ci pu.l transit systems free of charge ol- at 

reduced rates. 

Several of tile more progressive agencies have encourc:.ged employees to leave 

their vehicles at heme and ride tr~nsit systems to \·lol·k at no cost to the 

employee. The additional savings of not operating a motor vehicle to commute 

to work are also substantial. 

In the !'Ural or more suburban areas t~here younger emp1oye~s still co.nnot 

afford to purchase property for their families, a paid miieage rate to them 
• 

for commuting expenses spent on their travel would be an excellant benefit 

which 11oul d have cons,i derabl e tax advantages. 

Financial Counseling 

Agencies should cxpl or!'! pro vi ding confidential personal financial coL•nse1 i ng 

vi a a nonagency entity. This persona 1 i zed fi nanci a 1 counse 1 i ng caul d range 

throughout the en-::ire spectrum including family budget assistance, dral'ting of 

a will, and investm~nt counseling. 
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Disability Retirement 

Of consi det'abl e concern to e;npl ayers is the 1 oss of personnel through 

disability, si ci:nes s, and other injury. A matrix of the potentia 1 caus~s for 

such loss of time might lead on to conclude that the matter can be substan­

tially impacted by increasing job Sittisfaction generally. There is no 

question that the disability retirer.;ents have taken an economic toll upon 

governmental ent·ities in the recent past; ho1~ever, l'le must be cal'eful not to 

overTeact anci 1,;e must beaT in mind that the maj orHy of di sabi 1 i ty reti re:<!'ents 

probably are opp1 ied for in good faith a.nd v!ith just cause. If an ;:seney L'i•.s 

to provide a paid, 1 ong-te?rm di sabi 1 i ty plan for its employees, th·i s mi gilt 

hi\ve a reducing effect upon disability reti1·ements. A frequently discussed 

topic in the police field is "job stress" and it is generally accepted that 

job stress sign-ificantly impacts disability retirements, sid' leave usage, c.nd 

generally injunod-on-duty claims to soma degree. Unfortunately, little cor-

• rective measures a1·e taken in this regard. 

• 

The impact of a very 1 i beral worker's compensation system is contl'i buti ng to 

the attrition experience by !'1aking it very easy and attractive fo1· an office1· 

to obtain a mediC<tl retirement if things don't go to his l-iking and he sir.1ply 

wants to get out of la~1 enforcement. The assumption is that many officers 

currently receiv·ing medical retirement benefits would probably be willing to 

apply themselves more diligently to continuing their career in law enforcement 

if it were not so easy and financially rewarding to ba.il out. 

JOB SIITISFACTION 

Re 1 a ted to this concept of expectations and job sati sfzcti on is a ~:hole body 

of ·j nfon11ati on on mora 1 e and organi zati ona 1 theory. 
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Perhaps no recent research has had such an impact in the field of human rela­

tions as Frederick Herzberg. His vie11, ~1hich is Hell known, is essentially 

that job satisfaction and dissatisfaction are not just tl'lo events on the sar.1e 

continuum but are related to different aspects of the total job situation . • 

The i ntri nsi c facto1·s such as achievement, recognition, the ~1ork itself, re­

sponsibility, and 91"0\'lth fonn the strongest bond to job satisfaction. Extri n-

sic factors, such as company policy, 110rking conditions, salary, status, and 

security, 1-1hich are termed hygiene factors, ~1il1 only alleviate d·is:;atisfac-

ti on 1-1hen operating at an optimum 1 eve 1. Herzberg's theory is not, ho1·12Ve1·, 

Hithout its critics. Research has no\'/ focused on individual motivations 

related to satisfaction, more commonly. called morale. 

' 
It is the responsibility of police administrators and supervisor:s to ct·eate 

and maintain an environment that provides for maximum employee mot·ivation, 

effectiveness, and job satsifaction. There is amp'le evidence that the para-

military style of management found in most police departments is not a proper· 
- -

model for the motivat-ion of personnel. Hhile the military model strengther.s 

command in the m"ilitary, it has the opposite affect in police depart;;oents. 

Because po 1 ice administrators and supervisors do not direct the c.cti vi t·; es of 

officers in an important sense, they are per·ceived as mere disc-iplinal'ians. 

Contrary to the mi 1 i tary officer ~tho may 1 ead his men into battle, the ranking 

police official can do a great deal to his subordinates, b:..:t he can do very 

1 ittl e for them. 

There are things that the effective administrator can do to enhance employee 

morale a.nd improve perfonnance. He can begin by setting performan:e govl s 

that take the requirements of the organization, as well as society, into 

account. 

-18-

• 

I .j 
J 

• 



• 
The officers have a l'ight to kno1·1 1·1i1at milnuc;E-ment expects. Standards relating 

to employee pet'formanco should be \·Jiclcly kn01vn. Officers 1·1ill apply grcuter 

effm't to 9'Hl i:tt.c;inmcnt if thE~Y !:;·,ovi they 11i'll be equitably ret-larded fol' 

!:!OOd perfOI'oWncc. Tile ability to por·form \'tell co.n be further enbanced by 

Jlroviding opportttnities for officers to perform octivities they are interested 

in pel'fOJ1lling. So:ne guidelines in developins effective motivation ·incluC:c;: 

o Fv.cc conflicts !JonE:stly o.mi up•.enly. T1tct·e is a const;:;nt flO'.'/ of 

conflicts and problOIJS in il. police dccpar·tment. 

o Open c:;a.niJ21 s of communication· and involve subordin<,tes in the 

decision-making. This can help to resolve conflicts in a manncl' that 

satisfies everyone. 

o Use the resolution of conflicts as a basis for the establishment of 

• goal arid performance standards . 

. o Reduce obstacles to effective pe1·formance by ·ic;,;-o•;i ng i ndi v·i dual 

abi 1 'it_v and opening oppo1·tu:ri ty. 

o Establish methods to measm·e performance and r..ake them l:novm so that 

the expectations are not c secret. 

o Develop a reward system. lle consistent in rew.a1·di ng good 

performance. Be f1·ee 1·1ith praise beccuse it iis in constant supply. 
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The success of monitoring the satisfaction of the organization can be seen in 

performance achievcm~nt, sick time Ose, discipline problems, accidents, and 

turnover. fls long as the pol·ice manage1· mc;kes an effo1·t to make his command n 

fair il.nd l>ariiiOnious pl<:cc to 1·:od:, the benefits Hill accrue. This docs not 

mean that p:·oblems 1·1ill not adse. They l'lill. llut that is the challenge and 

opportunity for good managc:r.ent. 

l·!hile much of 1·:l:at J:1i•Y be used to improve employee satisfaction m;;y be defined 

&s intrinsic in nature, there are other factors 1-1hich a:·e 1·/0l'thy of 

l'ecognition. It has been said by so:ne that the changes ta!:ing plz•.c:e "i:1 ti:e 

1·10rk env·ironrnent might be easily expla1ned away by the ne•.-1 breed of I'.'Ol':(e;·. 

It has been said that the new worker is a product of affluence and tha~ ~s a 

result the old Protestant ethic is crumbling. As Peter Drucker l1as so aptly 

observed, Western sociologists have apparently failed to note that the 

Protestant et!1ic llQS surJivied the longest in such noto•·ious·non-Calvinists as 

~1e Japanese and· Chinese. It has been tile rise in expectations rather than 

affluence that is central to our pilenomeon. This means that it is Jiilli'E' 

important than ever to p;·ovide both social and psycholog·icnl satisf&cticns. 

A high pencntage of offi ce1·s 1 eavi ng the po 1 ice agencies <;r;? comp 1 ete: !y 

leaving the industry and entering the private sector. \1hile some of this Nas 

generc:ted due to thei1· c:bility to enhance their earning po\·ler, othe1· reasons 

cited are general burn-out, lack of promotioQal opportunities, lack of 

jobsati sfaction, and 'other personal reasons. The Committee believes that 

agencies should consider the following alternatives: 
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Pr-c-c::n,· 1 ovmc,nt Co•!n"ell. nn 
- ' 0 '" 

1·/hcn empl oyces ere being rccrui ted, a.nd prior to their offici a 1 h·i ring, t:wy · 

sl1ould be given a ve1~ honest apprisal of the job specifics including ti1e 

negative aspects as well as the positive. The advancement OJlJlOrtunitics 

should be defined <<S .::.ccurately as possible as 1'211 as special Bssignment 

oppottunitics, etc. It v1as felt that many young officers are lured ir:to 

agencies with a false expectation of being able to lilOVG LJp i11 the oJ~genizatior 

very quickly Ol' to l'eceive special assignments and to enjoy« very e!:citir:<J 

a.nd varied career in lal'l enforcement. \·/hen this f&ils to occu1· in a tiurf:1y 

faslrion, employees begin to become cynical o.nd feel as though Hey al'e not 
• 

being given adeq~ate opportunity to demonstrate their full capabilitie~- This 

results in dishannony, lm·1 morale, and ultimately attr·ition. 

Career De_ve_l~pmr,n t Opportunities 

Ca recr development seems to be dependant on, in and of i tse 1 f, job 

sat·i sfacti on. This is because one must be happy with the systc;n in orcie;' to 

desire any meaningful development 1·1ithin it. Some employees are des·i roe!s c,·; 

career deve 1 opment whi 1 e others are not. ·One r.~i stake tlhich is oftc;r, mode is 

the assumption that a 11 employees Houl d 1 ike to expand their areas of 

development so that they can ascend the career ladder. Another tendency is to 

exploit qua 1 i fi ed personnel vi a the i 11 usi on of career deve 1 oment 1·1hi ch, in 

some cases, results in "burn out". This is not to say that "burn out" Hill 

not occur if an employee stagnates, because it often ~!111, but is to say that 

career development should be particulaJ·ly individualh:Ed. 
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f\ problerrl for Jeanagement in this regard is the concern of nne personnel of 

the "fai1· ha·ired boys" aneg~tion and the associated co-\wrker rivalry ~lhicl) 

often results in a certain level of job satisfaction or dissatisfe.ction for 

both the person participating in the career development and the person ~ho is 

left out. ~ecognizing that it is nearly impossible to generate written guide­

J-ines in tr:-is Brea, pdmarily due to i:he need for flexibility and the individ-

ual characteristic aspects of career development, it is important to give the 

pe1·ception of equal opportunity. One of the most dar.~aging factors to this 

desired perception is continuous changes. in'promotional testing or assignment 

standards. An· aspiring employee l·iho does not meet the recognized stc:nciard, 

but never-the-less attempts to attain that standard, will be extremely 
• 

deC~OJ"alized if the standard is raised so as to exclude him when the next 

availability arises. 

A number of recent studies have found an inverse correlation beh:een officer 

educ~tiona1 attainment and the likelihood of remaining in the police service. 

That means tile higher an officer's educationui level, the greater the l'il:e"Ji­

hood of separation. The studies suggest that educational standards may ha.ve 

been stressed too greatly as an individual attribute which implies "success". 

The greater emphasis on educ.;.tion has, in some cases, heightened promotional 

expectations l'lhich has caused increased frustration with regard to career 

goals. A major.ity of the personnel v:ithin an agency will remain at the offi­

cer level 1·1hile only a small percentage of personnel v1ill assume supervisory 

or managerial responsibilities. There is a need, therefore, to realistically 

access the education needs and requirements of a police officer. Greater 
' . 

emphasis on individual attributes such as basic physical and intellect levels, 

dEmonstrated pract.ical experience, integrity, <:nd moral attitudes as· the pre-

dominant characteristics should be made. TI1e relating importance of educa­

tional attainment should become a sub role of the overall individual. 
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The lliggest problcn1 ttith reg01·d to disci11lir:e is t!1e correlative percepti<>ll it 

often brinos of not supportina t:iio linC' pc1··som:el. This is usually not the 

case, but one over zr.::ulous mc:m<~ger· can co:;T)lc_~tcly destto.)' emplo_yf:c rclut·ion!:; 

in this r·c;gard. The· pei .. cept·ic!J of cqua·l tre0.tment c_;n:ong eEiployces is itr:por·--

fc;.mil·ic,l' \Fith disc·ip-linary fJl'C:codures D.nd 0.ssocia.tc:d statutor·y and r.c:sc- L. 
I 

This \·:eu'ld substc:mt.·ially rc:ciuce the liosti1·ity felt by both sidc·s \-:;~·Icll i~:-

s tatuto::y requi rern2nts. 

s·ince discipline cun bE & pdmc focus and cause mOI"ille deterio1·atiun, inJ·j· .. ··;,;_ 

uully and collectil'ely, it shca(id be scrutinized closely. f. pr·i::i;.:-y t':::rm(ie 

of procedures Vlhich nlily involv2 discip'l'ine fo:· an inevH&.ble event is in the 

area of accidents. It r;1ust· be determined \1hether vny cl·isciplincwy c.ci.:ion b~ 

taken for· ctccidcnts \•.:hich are \'Jithin the scope of rectsonab1y ine'ri·(:tJ:::lc occt:Y··-

ence. Staff might do v;ell to develop stat·istics v;hich could be uc;:;d in the 

composition of some sort of sliding scale to illustrate what is an av2ra~e 

accident ra.te and \•!lEt is not. Othel' facto;·s v:h·ich ~muld need tc be taku1 

into consideration in this r·ega1·d l':ould be length of employment and assign-

ment. In some assisnments, accident 1·ates 1·rin necessarily be higher than in 

others. It might a 1 so be profi tab 1 e 1·1ith 1·espect to mora 1 e to develop some 

type of rev1ard system for employees who are substantially under the average 

acC'i dent rate. 

Often ~.dministrator·s employ d·iscipl inary measures and arbitr·ary policies that 

adversely affect self respect and in some cases, the ct·ign·!ty of ind·ividual 
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officers. In this regard, agencies o.re encouraged to, be. as constructive as 

po~siblc in developir1g their officers and gHining compliance with established 

standards a1rd at the s~;ne tirne, be senstivo to the individual dignity of the • 

officers and perhaps r·cnssess 11·hether the d·isciplinary posture is gaining the 

dcsi red re~.ult in terms of posHi ve behavior modi ficat'i on. It is sor;·,ctimes 

bettc:· to simply terminate an ·off'icer rather than to employ demotions, 

suspen::;ions, and ot11er negative sanctions that often alienates the officer· and 

creates disharmmny within the entire organization. 

Management Considerations 

f.lanagement style and general communication are so i nte1·rel a ted thaf the:.)' 
'• 

should be d·iscussed together. lt.any police officers \·:ho have enterGcl the 

service in the recent past, <Hid certa·inly most of those \•tho are entering at 

this t·in:e, have had no military expedence. Yet, 11e continue to refer to the 

police service as "paramilitary". It may be c.. disservice to continue pc.r<:-

m'il "ita1·y thinking. It seems to negatively affect the orgar,ization in t\-:o 

t1ays. It may cause an autocratic philosophy by supervisors and gene:·;-."J1y 

tends to be re$ented by line personnel. 

TI1e enactment of the f•1ilias-f·1yers-Bl'ONn Act l'iell ove1· a decade ago still seems 

to be a bone of contention in some la\~ enforcement circles. The irnpression of 

the "l~tt,B" system by the governing entity and by the 1 ocal admi ni strati on is 

that it hampers and restricts their management abi 1 ity terribly. The employ­

ees' impression of W·iB is that it is woefully inadequate. iiuch of the proble": 

with f'.f~B is that it dramatically changed the respective re:.ponsibilities of 

the employee and management, but it did not address any Sj:c<ific avenue 1·1ithin 

• 

11hich to reach agreement or resolve dispute. Indeed, irmrcr:iately follo\'ling • 

the enactment, a pmminent la\'1 rev·iew expressed concern in this regard a:1d 
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• 
·indicated th~t the {\Ct ~-:culd be, by necessity, amcn<Jed oO as to provide the 

ciJpropriute uvenues for agreement and resolution of disputes in the nea1· 

future. Unfortunately, more than a dcccde later, there ~ave been no signi­

ficilnt.amc~:~ciments. l!cverthelcss, case clecio:ions 1rith respect to the Act 

continually affect its application. The trend is obviously to allow the 

enp·laye2 n1ote partic·ipation z.nd vo·;ce in mano.:;e:~cnt end the componE:nts of 

to accept this r·eal·i ty. Such acceptance h'O~•l d cc:rta·i ~-:·ly hi.'ve a p;iS·i t:i·.'c 

P<.n·ticipDto::y manage:;;ent should not be 'as th:--e8.tening a.s the term ·,:;,plies. 

The common conce1·n of management in this regild !:cems to L·e tho.t th2 ailoc\:Ji'C.' 

of participatory managem(mt extends sisnificantly the tiiole involved in the 

decision making process. In contrdiction, management might remcn<c•er l·iili:t the 

time i nvol verncnt is extenc:cci measL•ra!:>ly v;h<.;n an employee group tokes a 

• unilateral nrana.geme>nt act-ion to task. 

It is important fo1· both sides to note that participatory mc,n<:~w·.'nt does not 

mean partiC"ipatory decision mal:ing. ll;anagernent certainly rc:tuins ti:e rig:1t o·;' 

final. decis·ion, but it seems realistic to ailo11 the e;;:ployecs to pi.c:-ticip?.te 

in the procc:sses leading up to that decision .. This p<.rticipc:tion \'iill 

increase the employees' undertstar.di ng even I"! hen the empl 0.\'21?S may not agree 

with the outcome. The general cO!:m;unication and respect for· each other's 

positions is the primary concern. 

In some orgi:.nization:; there are definite dichotomies betl:i:'''ll ti10 <:chir:is-

tration a.nd the employees' collective bargaining unit. ~L~s can ~.lso result 

in a a:·eat deal of dishan10ny, frustration, and dissat·isfi,::tion 11hich also 

leads to attrition. Police administrators and associatio~ leaders should 
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begin to t'ealize thc1t theit· major goa·ls ought to be ~ery sir,li.l2r, if not 

identical, and there should be a much more coo1~cli rr·1ted effol't: on the pat·t of 

these t\vo major ent-ities to c'nhc;nce tf~e overan p0l·ice profession and mill:e the 

entire experience of being a police officer not o:1ly more productive and 

effect"iv2 for tile c_ommunity, but re\·!at'd·ing c;nd self-fulfilling to the 

individu2l officers. 

overall movement of improving our entire lot but it cannot be dons in an 

adver-sary environ1r:0nt Hhcre there ar-e po:·:2r strug~l2s end po1·itic~J 11:ancu-

vel'ing to t.ry and out do Oi' control thee opponent. 

In t·eccuitmcnt of p<?rsonnel, no one is C?::wtiona11y and physically ground dmm 

and bun:ed out l·ihcn sel~cted. Yet pol icc officers do get ph_vs·ici!l1y and 

emotibn2.1 1y V!O!"'n out. · The re<Jsons fc·r it are m0.ny. Young pt'opl e ente?l' l a·,., 

enfor-ce::;ent hig'lly idec;listic l'lith great expectatior.s regarding the nature of 

the l'!or:; about making the 110rld a bette;· place in 1·1!1ich to live?. Those ido<;1s 

and e>:pectati ons ar·e soon tetr!pered 1vi til the harsh t·ea 1 i ties of tile \'ior·l d. -(1 " 
tt1c 

realization of the difference betl-;een i riea1 s c.nd t·eai ity c<,n crecte ps)'chol c-

gical and emotionBl problems among officers ~~ich can affect job satisfact~on 

and PI'Oducti vity. The innovative capacity of the ad;oini st;·ator has be?come of 

paramount importance. Concepts once thought to be ritdica.l must be soLrght 

after, closely examined, and adapted to a changing reper);oire of managerial 

techniques. This kind of adapti'cn includes a comprellmsive training program 

desi gncd to provide subordinate and manager a 1 ike v:i th a more ace urate pe?rcep­

tion of the police role and those factors, both inside and outside the organ­

ization, which may lead to emotionul instc;bility and/o:· psychologi~al prob­

lems. Such a progt·~m has bee?n developed by some ager;cies. It is com:nonly 

referred to as ~tress management training. 
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Tho trnining pl'v~x.:;m ;;tust include co::"'iand level pc;'sonnel, sur,ervisol'S, and 

the patrol offic21'. It cc:n olso in:::ludc tho rccnrit in his rcorly training and 

• so~-1:2 cout'ses fc1~ tf:e. spousc·s and f·i i..i.nC('es of offi ccrs. Tbi s. c~n · a'ssi st every-

unc~ in better tuldr::"standin!J, the rct:l·ity of the job and the str·esses off·icers 

t'lill be facing. 

cnvil·onmt'nt and eften the political bcdy has abso'lutely no expertise (!l' 

concep·i; as to ti1c efficient opel'at-io•; of the po'iice departn;<:nt. The ques'~ion 

which seems to result from the unavci~able political aspects of our joL ~sc:]S 

to be to what extent should the majol'ity of dq>v.rtnental employees b2 insula-

ated. It is not realistic to attempt to entirely block the effect of t:~e 

• reititionship \'!i.ll conclude by impacting the line employees. t.nother ccr::.:·ider·-

atio;, has been the thought of blocking communications bet1·:een the po1·i·c-lc;;.'i 

body ~.nd the cmpl oyec groVjJ. 

It 1·10uld seer.1 tbt a profitv.ble approach to the pt'Oblem 1:ould be to fir:;t 

develop, as best as possible, a 1~orking relationship between management and 

the employee group. Tile 1 m1 enforcement community would be rnuch more effec-

effective in the political arena if 1nanagement and labor cou.ld unite on those 

issues which would benefit both • 

• 
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lack of Support 

Officers fn:c;uently cited ·la.ck of support frcm the ccmrnunity from the courts, 

and at times from thci1' ovm administration, as other fact.o'rs contril.>u'cing to 

their decision to loavc.a.n agency. Tilel'e appears to be a movement afootwithin 

the judicial system to ·improve tiwi r ovct'illl performance and become mo:·e 

n:sponsible in the 1~etingout of justice 1·:hich should begin to improve the 

officers• llcrccptibn i11 the aren. 

Public Iu.o._ge cif Pol ice 

An interesting quc:stiun Hitll respect to public image is \•!hat effect \'.'2 ol'.C 

having by "humari'i zi n9" the pol icc officer. There has been a concentrated 

effort in recent years to convince the general public tliat po"!ice offic:r·s C:!'e 

"just like.t!ie guy next door" and that v;e really shou1d 'not be given any 

special Ol' different st~nding v1ithin the community. Contsmporaneo~sly, \"'" 

seem to be experienc·ing a decline in the general public imc.ge of ou;--

personnel. This is especially evident in situations of confrontatio:J or 

pressure on thr: str·eet. 

Our continued efforts to humanize our pel'sonnel may be-- a part of this 

phenomenon. Although generc:l scicial considerations n:~,::.s;it play a substantial 

part in our public image, the factors above are worth3' cr;-.f consideration. 

Scheduling 

Specifically, this is in regard to the topic of the "'1:-110 P1an". !Is a general 

t•ule, employees favor the scheduling of four ten-hoc:r,· dl;ys as opposed to five 

eight-hours days 1·;hile management and departmental ~~.1:ff'ff disfa~'Ol' such 

-28-

• 

• 

• 

·I 

I 
i 
i 
I 

I 
I 



scheduling. In a recent sun-ey done by tho Gilroy Police Department in v:hich 

a selected group of California 1 a1·1 enforcemc:nt agencies \·:ere contnctcd (both 

• milnagem!'nt and l i2bOl' separately), it 1·:a ~ i nterest'i ng to note that responses 

from ev.ch :ddo d-iffc<·cd very 1 ittle. Ove1·i,ll, both agreed that tl'c' "4-10 • 

• 

r·i o.n 11 
\\'US, for the lf:(JSt parts beneficial. The primUI"..V concern expressed by 

managen1ent was thut tl1e schedt!lin9 of a 4-10 Plan was an extreme he0dacl1e, Lut 

that baiTing the sclleduling rn-oble:ns, l'ihich could be ovei'C0171e, the l;rogi'<Wl 

\·mt~ked t~ell. !,.lost (;_gcncies su;--vexcd inc.J-icutcd a reduction in sick 1ce.ve ~s2ne 

and assoc:i:cted time off VJith a dramatic inc1·ease in morale. 

If the incorporation of a 4-10 Plan ii financially or procedurally detri-

mental, then it should be appr-oc~ched \'lith extreme Ci).Ution. On the othei'" hand, 

if it is simply inconvenient, but 1·:ill af'f"ir;r.atively affect retention,scllsdu-

ling of such a plan should be encouraged . 

One caveat in this rGga rd, ho:·:evel', is that genera lJy mote pe1·sonnol must be 

committed to the patrol fur.ction, as oppos2d to investigative or adm·:nistra·· 

tive functions, and this in turn decreases the availability for ind·ividtwl s to 

specialize. 

Inadequate Equipment 

Poor equipment and inadequate facilities Here cited as a c&usitive factor by 

some leaving police service and agencies at·e encouraged to tt·y and pt·ovide the 

best possible grade of equip~ent along Hith a responsible maintenance program 

as well as a pleasant and efficient ~orking environment. In spite of the fact 

that ow· financial resources are becoming more restrictive, ~:e really cannot 

• afford the ultinmte pdce of pro vi ding inadequate or unsatisfactory resources 

to our officers and expect them to exhibit the high level of pride and 
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professionalism in their performance th<:t \'JC and the citiz.ons expect and 

dcliland. 

Tite lack of I:Cc! and chullcn9ing assignmr:nts 11Hilin an organization \'li\S cited 

ai.:ttition. \·!!1·i1e the ub·i"lit_y to favorably respond to this phcnmn2non va.ties 

\.,;-,·!·· i·i1C' Sl.Z'• Of t't-1" ,-,CiC:'•'j• 1'te 1'1•.-'i·•·i'c'r;·:] C''''···'le"l·~·y. j·!·<> COr.<·j·;···l·.,-;·c 1····-•• ·•, ~ .\..:: 1.:;. ·-' j,.~;) ..:;> Hllt J....,U -.1.,- •. • .A~· ;t .,,..._ ".t__.,.,.,_ !•••-' 110 

posed by e;ds"'cing labot contracts, a.nd the stn:r:~;ths ~.nd \'ieO:kness::~; c-f ·i;;di-

v·icuai officers, it mily \'.'Cil have ilf'i.11icat'ion to difFering degrees ·in r:-:;;st 

ag2ncies~ SpeCiil1 assignme11ts sucl1 as detective, traffic officer, cri::.~ 

prevention, public relat-ions, resc;arch & devc·:op:m:nt, pcrscnnc;l, t;·;lin·ing, 

etc .. , can often be more des·ir·able th~~n actual pr·nrnot·ion to sel"~cc:.n'C c;·, othc:.-~ 

supervisor-:,.' positions~ TtE:y can alsn provide D very ir~portD:lt ar~d .t·irr!:.::ly 

• 

dh·ersion fro!;l the repetition and stagpation th<;t comes fr·om serving in 2rv • 

one J70sition for extended periods of time. 

The cont!·oversy that surrounds the issue of p,Tmancn·:; as~~:;,;:,1ent vs. te;·:a 

assignmc;nt 1d1l probably neve1· be resolved, but term assi~:;·,:;;2nts shot(lci ah;;;ys 

be preserved as on option to be employed if tile nec;d for c.(;'"ncy rcvitalization 

bCCOI~!?S necessary Or the general lack of Up~tard mobi'lity (<·comes a filCtOr 

contributing to attrition. There are examples of effect·i vc• 1·otati ona·i 

assignment programs throughout the state that can serve as models and/or 

exar.lplc;s of ho\·1 the concc:pt can be employed. 

Another approach to be considcred is one simila1· to the " :::;·C?d executive" 

concept, \·!her·eby t\·:o or filore agcnci cs r;:cy r.ons·i der rotnt1; ..; di ffercnt members 

from agency to aaency for specified periods of time in or~0r to pr~vide new 
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• 

it is impcr·~ant to consider whcth~\" or not this action is [lesirJble~ It 

• appc:at·s that ·(.hr:~ pl~·iru:;x·y l:iO\'C·menL in i:.his r·ey&r-d ·;s vrii:t1in th_(~ t;:l.i"'C:',ilt Ufip2t' 

c.n~l 10\':er· c;-:cls of the r·~J:-tk spectrt-:n~~ The pc)s·ition of chief has bc::en mobile 

for many )'e2rs and in~rcJsi11gly, the patrol officer position is bcccrn1ng fluid 

betv:een agencies. 

There seems to be no identifiable detr-iment to such ·lateral mobility, l'li-iiJ the 

possib-le ex'ception of the current employing agency-not being honest with the 

p1·ospect i vee em;; 1 oyec. Too fr-equent"iy an ogency may find it ecs_y to ~12t rid o-; 

a problem employee by "selling" him to another employer. This type of 

pcactice ultimui:ely jcoj)ardizes the lav1 enforcement cm::1unity as a v;hole and 

suspect procedure. 
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Thci~c is no doubt that ~.o1ne mon·ies can i>c sa·.;cd by the prospr~ctive emplo_yer· in 
' . 

utilizing the latc,-al mobility r.t·occ;ss. Such thing~ o.s 1·1rittcn exam 

adrnini:-;tration u:td lnitia·l-bc"t.sic train·ing may be eliminated v·ia lateral 

e;r,ployer· to incr.JI' a.r!clitiorr:•l f'xpcnse in 'its rr.-m hiri11g prOcess. In Ol'c":'r that 

consi0~rations of each 6genC)'e 

furth~~t toward cf:ntor nll tile time.. In additivn to the r:i0\'2;112:'!t at tho u;:per 

'111 t't'r'-. ·,,·,'lu-!-l'u'l1~', (:··.~:··,,,,,~.,<;. ljr;"·"·"" ··1'rctc.J 1 ""~ ~-,-:-·,•,;:.r.r._,_..,~,n,·,t· •·;-,'-l'~l·P-c- (.: ':l d·~~l 1 '1"'' '· , -;:_ v _ -~j•\:1 II J1\. <:.(~ •'::J'-:''-'•· ;U-..U1'- :....: \la'-~~- '-·--'IA•..J 

to be appro~ching. 

Extreme r:rm·ale and motivati·on problems may be encounte\"ed 1·:h-2n such positior:s 
'• 

of pt'cmoti on a 1 vot entia 1 are opened to "outside\" s", but frc;:; t~me 

either due to or 1 ack of experience of the cu1-rent emp 1 oyees or a desire for 

112'11 input, it may be desirable to do sc. Open co:mwnicJtion br:t•.-:.een the 

i:lppoint1ng authority and the potential c:cmd·id;;tes is ;m in':.'·:·rtrnt necEssity in 

the consideration of such a r.1nve. 
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··--------------

InC:ivid~L:ll a~.JE:nc:ies must lool~ i-.r"it:h~n their CY.::n structure ~n~f detetnrine if 

• thc~~--c ar·c sur-~--·iciently qeat·ificd pcf·sn;·ls c;v::t·il&ble fGr' pro;~wt~onal 

oppo:·turdt·ics.. lf there: t-e~c, lo.:~crul r.1obi lity via open pr·o:notionc;_l 

r r-·:cn(,Jn·,··zf' ti··--·1-- .:.,c c-~~~l'ir.; ')d 1''-Jo- .. ,o,-,,· r.:,.,~,-'~1 \''1·~-1)-;,1 .,, .. ,..,.. ·······,r.·'-'\",-f· l1'n·J··!-,,.~ -;~_he _ -- __ 1-•. lJ 1 ;vu 1 •L ..:.-r _ -~ ~_.,, I t_.,,,, c.~ c .:•··-''! ~·; -:...... ' ._,_,_·~ 

S2if analys·is b}' indiv·iclual e:~ployer·s must ·i;·~clude u re3_l·istic excJJf\ir.::r~ion of 

t.h2 stab·il·ity of its philosophy~ rm &g::.ncy n~o.y be in a position to C2s·lr2 the 

mc.-intenancc of current style and technic,ues. On the other· h;:;.nd, 0~ i:-Jlux of 

11 nev1 b 1 ood'~ vri th di ver·s ifi c-~d b21ckgrounds ancJ e;:peri ences moy be a very pes i-

• 
Retention Strate~1·ies is not inclined to mal:e any r-ecom;;;.::nc~:·.t.ivn at this time& 

It is our opinion that the Commiss·ion on POST s:;ould begin to analyze the 

follo·.1ing points 1·1ith regard to lateta.l mob·i lity attritio:·:: 

o Quantify the movement vtithin the state and coni!:cz,st this with the 

gener~l attrition percentage. 

o Qu2clify this study \'lith the nurr,ber of those pcrsc;;; :nvolv~cl l':i,Q are 

• moving on a horizontal level (i.e., patrolman t-3 i"1trolm0n Ol" chief to 

chief) compared to those r:e:·sons involved Hhu m·2 :::;Jving en '' v~1·tica·1 

level (i.e., from lieutenant. to capLain or chief, el~.). 
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\·it~ generally feel, hud<:ver, tl1at barriers to gent:l'al lvteral mobility should 

llC elimi11~ted whcr1ever flOSSible. • 
SELECTION PROCESS 

There hc:s bet~n r~iJCh cor;r.;~.:;rn for du:)l·icntion of efforts by :!idny c.gencic~s. 

Another criticism uf the current selection p1·o:csses is that there a1·e too 

syste;ns. The ir.tc1·ference into local ·hiring pn;ctices by both stat2 ;:;;-,u 

federal authorities h~s lasting effects on tf:e ultimately selected and 

retained personnel. 

Serious conside.1·ation s!~ould be gi\·en to 1·egional applicc.tion and tost-iJ;g 

pools to c;stablish active lists that emp.loyers cot(ld drm-1 frc;:n quicLly. This • 

concept might both redL!Ce the tin1e nGcessary to process prospective e~ployees 

and develop more universally accepted requirements. 

Open a.cadE:~ny em·o1lment should be encouraged to develop a s~·eater· pool o:' 

available candidates fol' employment. The concept \vhich 1·:c:s originally 

t·es i sted, is nm1 becom·i ng a l'easonab 1 e solution to attracting qu:t l Hied 

personnel at a reduced cost to the agency. 

Anothe1· area of investigation in 1·1hich efforts should be r.1acie is the 

dr2velopment of a positive image for lc;;v enfo1·cement. This 3Ction m·.E':. be 

taken to devc lop an image of attractiveness. In-service p2l'Sonne 1 should be 

encouraged to assist in the image building. Today, often o·verlooked is the • 
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• potcnt"ir:1l cmplCJyc~csD r:.. conc:c~·tcd cffcn·t to ·involve~ Ur~·: emp1oyee as.sociutions 

in bu i l(i'ing <"tppr·o.::.d:es tc~ a~:tt~act pci~sc_;(lticl th0t r·t1nk (:nd f·i 12 off·icers t:nd 

CO<iCI..USION 

descr·ipt·ian of scxne ~t:"at;~gies \·,rhich might be consider'C(_:_ ·in a.n offo~'t -~o 

reduce unacceptable attrition rates. 

Uhi l2 v;:n-··1 ous areas or muni ci ;-1n l·i ti c:s in the. state e::psr·i £nee el-i fferen·~ r·ate~ 

• cf clttxitioil, ther~i::: ·is a. need for those re:;po;1sible fo;" public s~~f2~J' to t·e 

C.\•iill'e of the problcii ·in the liop0 that ii: mc:y be better co:-~trolleci. So1w 

municipalities 1·epo;·t ;,ttl'ition rates ~iP.ll above the l.A.C.P. l·ecc:;;~ncnGcd h•:o 

percent ·level t·~·hich may indic2te a serio:..~s r·ete1Yl:ion pi"ob1e:~l~ 

The key to employee ,.,,t~ntion a;Jpe<:rs to involve both eco:wnic Dn:l noneccnoniic 

issues. While a number of excuses can be raised in this post Proposition 13 

era with regard to salary and fringe benefHs, there exists c. respcnsijinty 

to p1·ovide a fair u.nd competitive package for employees ,so that they will not 

be attracted to othcT job markets. Err.p ., oyetcS who are coc<JX~<lS a ted e;t a much 

Cne impact of their reaction will be higher rates of att1·i~ion . 

• 
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itc~s. there are a n~nber of 
' 

innovat·ivc mr.a.sur-es ci·iscussed to ~1npr·ove the criiployees C)\'2l"al1 corr;pensation ·• 
bcn~fit from such pla~s. 

enter·ing the pr·ivute sector .. Hhi 1c this increc..s2 in attrit·ion fo:" re<lSolts of 

and scolection activity. Yet suqwisi:;c;1y "little effort he;s been nw.r:,~ to 

t~l:ta·in quuli·~·ied people- b.i r·ed;.~cing th~::~r· d·i;sJ."'Lisfactinn <-r~d ii1Cl'i?.C~sir~g "i.:h8·ir· • 

s-:.Jt:.isfactior!, Su~h a:--: ~~·fort ctln b;~ accomplished b)l reduc·ir:CJ tho~e ·fc:ctc:·s 

In this connection, it is the responsibi"l"ity of pol·ice ad:.-r~nistl·atol'S and 

employee organizations to create and maintain a climate V'l;i:;h provides for 

maxin1um employee motivlation, effectiveness, and satisfaction. This m~y tlell 

mean a modification or departure from past notions of the pa;·amilitar·y nature 

of the police organization model. Employee morale must b? o~!1anced in order 

to in;prove satisfaction. f·iuch of tod<;y's employee dissatisf:sc:tion stc:r,;s f•o:D 

inaccurate exp~ctatio;ls of the job or tl:e individual's futun: ;-:·ith the 

organization. Mot i v<.:t ion can be restored through a variety of methods 
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c:.qu·ip;-;,ent. 

+he.., jJUr"o··-r· c-~' t·t·,~\ --.~--c,·····-~-.:){·-~u-·t·· Fo·,·· t'·',·,;-:_·,- r•o_;.,c. __ ~·,1 a1c•_·,~-- .. 1''•' ",-ot· ,-_·:--_ ~.: __ ·I·,,::,A., 1·~-... , .-... t-' :...• ~: J ~ ' . t; ;.~ ,j \.A 1 I I l. u..., I 1 ~ , '-· . ,_ ...... '~' ·.. • ·'.I "-' . - - '-" 

is imperative:: thdt sC:Tte scriou~: tlttent.ion be: 9iven to the reteni.:lr.J(l oF 

m0n~toring policA iltt~ition. Tl1is i~·fo:mation st1ould be diss~.;;i;~~Lcd to 211 

age~cies antlual1y . 

• 
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space provided below, briefly describe the ISSUES, ANALYSIS and REC01.o1MENDAT 
separate labeled paragraphs and include page numbers where the expanded information can be located in the 

report. (e. f· , ISSUE Page ___ ). 

ISSUE: 

As follry~-up to the POST Training Needs Assessment, should POST study the 
feasibility and allocate some financial resources for (1) the production, if 
any, of multimedia training packages (i.e., video tapes, computer assisted 
learning, etc.}, (2} the distribution of such media, (3) the development of an 
informational clearinghouse service for identifying who is developing what, 
and (4} the evaluation of such expenditures? 

BACKGROUND: 

At the April 1981 Commission meeting, POST staff presented an overview of the 
results of the Training Needs Assessment (TNA). Among the items approved in 
the Action Plan for follow-up was for staff to study and report back by the ' 
July 1981 Commission meeting on- the subject of "Innovative Forms of Training 
Deliver·y." There was overwhelming support both in the TNA Survey and regional 
training conferences for POST to examin~ this issue of innovative forms of 
training delivery. Reasons given for this field interest include potential 
for (1} more accessible and efficiently delivered training, (2) greater 
availability of training packages, (3} minimizing the duplicative effort in 
producing training packages, and (4) lessening the burden on large producing 
agencies in honoring requests to copy media. 

ANALYSIS: 

At the April Commission meeting, the Commission approved a contract with 
Justice Training Institute to study the state of art in cbmputer-assisted 
instruction and its applicability with other media to law enforcement training. 

The issues associated with innovative forms of trainingdelivery (including 
video delivery, self-study guides, etc.) are sufficiently numerous and complex 
to necessitate bringing together a group of knowledgeable persons to develop a 
specific plan. Some of the issues to be considered by such a group include: 

Utilize reverSe sid if nccdt!d 
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Production 

1. Role of POST - Costs, Limitations 
2. Relationship to Private Industry 
3. Relationship to Agency/Academy Producers 
4. Copyright Considerations 
5. Technological Issues 

Distribution 

1. Role of POST - Costs,. L imitat.i ons 
2. Sharing of Costs 
3. Cable, Satellite, Microwave, Regional Resource Centers 

Clearinghouse Service 

1. Role of POST- Costs, Limitations 
2. Need for Coordinated Development of Video Tapes and Other Training 

Packages 
3. Periodic Publication of Available Training Packages and Those 

Undergoing Production 

Because of the great potential for improving police training and sharing of 
resources, staff will host a workshop on the limited issue of developing a 
plan for the use of video tape and for identifying POST's role, if any. 

As it relates to the larger issue of innovative forms of tra·ining delivery, 
staff intends to conduct a national symposium on the state of the art on 
training delivery, to be held sometime during the current fiscal year. 

This is a progress report on staff plans for addressing this Training Needs 
Assessment issue •. · 

• 

• 
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REIMBURSEHENT SIMPLIFICATION PROJECT d/ n uly 16-17, 1981 
Division 1\'ivis~e~r ~rpval .4 Researched By 

ADNINISTRATIVE SERVICES BUREAll ~ . ./J.LuV)· ;(~ ./:?_ Staff 

Purpose· [J ;u: lVI 0 . . Y~s (Sec Analysis No ·Decision Requested Imormation Only tKJ Status Report Fmanc1al Impact U per details) O_ 
In the space provided below, briefly describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS. 
Use separate labeled paragraphs and include page numbers where the expanded information can be located in the 
report. {e. g., ISSUE Page ). 

ISSUE 
The present system utilized by POST to reimburse local agenc~es for training costs ~s com­
bersome, slow and labor intensive. It has. been suggested that POST should establish a 
reimbursement system which would relieve local agencies of much of the paperwork asso­
ciated with the reimbursement process and establish a computer based reimbursement system. 

BACKGROUND 
The recently completed 1981 Training Needs Assessment indicated unanimous agreement with 
the statement that "POST should explore the feasibility of automatically reimbursing eli­
gible agenc1es off of course rosters using a flat rate formu,la for each course or course 
category and seeking additional field input on examples." 

POST recognizes and shares the concern expressed by law enforcement administrators on this 
issue,. We recognize further, however, that it is a complex issue which raises an assort­
ment of legal questions, and sensitive issues regarding the emphasis placed on the distri­
bu~ion of revenue in the Peace Officer Training Fund. For this reason any major changes 
suggested ~n the present system should be evaluated not only by POST staff but also by our 
legal advisors, the State Controllers Office (for auditing purposes) and finally by the 
law enforcement agencies who will themselves be subject to the effects of the changes. 

Since the determination of subsistence and travel costs takes the vast majority of claim 
preparation and audit time (within local agencies and at POST), it ~s our intention to 
address this problem first. A preferred system would el~minate the variable factors whicr 
influence the determination of dollar amounts under our present system, (actual dollars 
and cents expense, weekends returned home, exact mileage requirements, etc.) and instead, 
standard rates would be developed for each expense category specific to each course. 

For example,instead of many pages of detailed instruction on how to compute individual 
costs, the reimbursement section of the manual would list the course number, and for that 
specific course would state allowable reimbursement costs for subsistence, tuition and 
travel, (salary would still be determined at a given per cent of actual salary level). 

We anticipa,te that an initial feasibility study could be completed and a preliminary 
report presented to the commission at its meeting in October, 1981. 

No action ~s requested of the Commission at this time. The item is presented for infor­
mation only . 

·' 

Utilize reverse side if needed 
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space plovided below, brieily describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS. 
separate labeled paragraphs and include page numbers where the expanded information can be located in the 

eport. (e. g., ISSUE Page ). 

ISSUE: 

As follow-up to the POST Training Needs Assessment, should.POST: 1) explore the 
feasibility of developing a concise video tape and computer-assisted training 
and testing program to assist agencies in expeditiously satsifying the 
refresher training requirements for first aid and cardiopulmonary resuscitation 
(CPR), and 2) take the leadership in attempting to modify the course content to 
conform more closely to the tasks actually performed by peace officers and to 

- correct the disparity between the three-year renewal requirement and the 
one-year recertification requirements of the American Red Cross. 

BACKGROUND: 

The 1980-81 Training Needs Assessment identified the above issues as high 
priority needs. Many 1 aw enf6rcement agencies have difficulty keeping up with 
these training requirements and hence the desire for a multimedia package to 
expeditiously satisfy the requirement •. Many believe that.first aid and CPR 
training needs vary considerably from area to area because of the availability 
of other emergency medical services and hence the need for training 
requirements more closely related to jurisdictional conditions. 

ANALYSIS: 

As it relates to the first identified need (concise video tape training and 
testing package), POST has been informed that Charles MacCrone.Productions is 
exploring the feasibility of developing a modular video package thus obviating 
the need for POST becoming involved in actual production. On the second issue 
of the training requirement, the Training Committee of the California Peace 
Officers' Association has agreed to r.evi ew the adequacy of the first aid· and 
CPR training requirements. It is POST staff direction to monitor the progress 
of Charles MacCrone Productions, CPOA, and the State Department of Health so 
that these issues are expeditiously addressed. 

This report is presented for information purposes. 

'-'rsC side if needed 
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.. 
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ector 

space provided below, briefly describe the ISSUES, BACKGROUND, ANALYSIS and RI::COMMLNDATIONS. 
separate labeled paragraphs and include page numbers where the expanded information can be located in the 

. (e. g., ISSUE Page ). 

ISSUES 

During Fiscal Year 1980/81, several requests were submitted to POST concerning 
certification of stress training for peace officers. These requests were received from 
law enforcement agencies, PORAC and CPOA. After completion of the POST Training Needs 
Assessment it was apparent that stress, as it relates to law enforcement, was a critical 
issue . 

BACKGROUND 

To m~et this need the Stress Training Consortium was established by POST with the 
.cooperation of CPOA (Psychological Stress Committee) and PORAC. The first meeting of the 
Consortium was held April 21-22, 1981 at the Vloodlake Inn, Sacramento. The participants 
consisted of experts in full time and part time positions as law enforcement psychologist 
trainers in stress management, chiefs of police and members of PORAC. 

The meeting agenda was designed to address four specific areas: (1) how can the 
detrimental effects of stress in peace officers be addressed through training? (2) identi 
POST's role; (3) curriculum development; ·and' (4) appropriate delivery system. 

it was mutually agreed that training could be worthwhile in reducing the loss of personnel 
through causes emanating from psychological stress. A greater awareness of factors 
contributing to stress and methods of coping with or reducing these factors could be a 
positive approach to resolution of many of law enforcement's personnel problems. 

The Consort i urn recommended that they review the Basic, Supervisory, ~1anagement and 
Executive Course curriculums to make certain that appropriate training is included on 
stress-related activities. 

It was further decided by the Consortium that the. best and least expensive training 
method is to "train trainers". 

An additional consortium meeting was held in Los Angeles on June 3, 1981. This meeting 
resulted in the development of curriculum on the subject "Stress Awareness Training 
for Instructors". This curriculum is now under review before certification by presenters 
is sought. Further staff decisions on additional needs will be made before other POST 
certified courses are reviewed. 

CONCLUSION 

Since substantial effort has occurred and staff is now prepared to certify needed 
training in this area, it is believed that this issue, as it relates to implementing 
til i 'l.~: n:vcl':lc !ddc i r nee 
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•
Stress 
Page 2 

Item Summary Sheet 
Management Training 

the Training Needs Assessment Action Plan, has been adequately and appropriately 
addressed. 

RECOMMENDATION 

Accept this staff report as a final report on the stress management training issue 
identified in the Training Needs Assessment . 

• 
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the $pace , br describe the ISSUES, BACKGROUND, ANALYSIS and RECOMMENDATIONS. 
se separate labeled paragraphs and include page numbers where lhe expanded information can be located in the 

rt. (e. g., ISSUE Page ). . 

ISSUES 

The Training Needs Assessment identified the following· issues: 

POST should reimburse expenses for reserves to attend mandated reserve tr.aining. · 

Mandated reserve officer courses are generally available except in rural, isolated 
areas and this poses serious problems for agencies in recruiting reserve 
officers. POST should develop delivery means such as mediated instruction, 

·correspondence training, traveling instructional teams, etc. 

BACKGROUND 

After thorough review of the above issues and discussions with department heads of 
1 aw enforcement agencies located in remote areas, it would appear that the above 
recommendations were primarily made as a result of POST's inability to provide 
convenient Level I training to remote areas of the State--as required by law •. 
While delivery of Level II reserve training does present a minor problem for POST 
and law enforcement agencies, it is believed that the issues of reimbursement of 
reserves to attend mandated training and delivery of reserve training to remote 
areas of the State, arose primarily as a result of the regular basic training 
course being adopted as the training standard for Level I reserve officers. 

Since the issues of reimbursement of reserves and delivery of Level I reserve 
training are so closely related, they are jointly addressed in the Analysis 
section that follows. 

ANALYSIS 

AB 3217 (Assemblyman Nolan) statutes of 1980, chapter 1301, in effect replaced the 
old training standard of 200 hours training plus 200 hours field experience with 
the current requirement of attendance at a regular Basic Course in order to exer­
cise the powers of a Level I reserve. Passage of AB 3217 can be cited as a factor 
influencing the availability of Level I reserves (both now and in the future) and 
may have caused the recommendation for reimbursement of reserves to be made. 

There is no question that passage of AB 3217 made POST's responsibility to provide 
convenient training (832.6(c)(2) PC) more difficult. Whereas we formerly had 
Level I (200 + 200 hours) reserve courses certified to approximately 50 presenters 
statewide, we currently have extended basic courses approved at less than 10 of 
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the 29 basic academies. This lack of training has all but ruled out the avail­
ability of Level I reserves in some parts of the State. Attendance at an 
intensive presentation, for the most part, is not practical since most reserves 
must work during the hours the training is being presented. 

Because of complaints from chiefs and sheriffs concerning the passage of AB 3217, 
Assemblyman Nolan has now introduced AB 2078 which, if enacted, would return power 
to the Commission to set the training standard for Level I reserves (until 
January 1, 1981). This would enable the Commission to reestablish the standard 
for Level I reserve training that existed before passage of AB 3217 or to adopt 
some other standard as it sees fit. 

The issue which staff will present to the Commission upon completion of the study 
is, "Should POST reimburse travel and subsistence expenses for reserves to attend 
POST mandated training, or should some alternative means be found to deliver 
convenient Level I reserve training to those areas not currently being serviced?" 

Section 13523 of the California Penal Code provides in part that, " State aid 
shall only be provided for training expenses of full-time regularly paid 
employees, as defined by the commission, of eligible agencies from cities, 
counties or districts". Thus, a change in the law would be required before we 
could legally reimburse travel and subsistence expenses for reserves. Because 
this year's deadline for introduction of new bills has passed, a change in the law • 
will not be be possible until next year, even if the Commission decided in favor 
of reimbursing travel and subsistence expenses for Level I reserves. 

Training availability is the root problem. If POST could provide sufficient con­
venient training for Level I reserves in all areas of the State, the need for 
travel and subsistence expenses could largely be eliminated. It is only when 
reserves are required to travel unusual distances that serious complaints arise. 
Reimbursement of reserves would help certain agencies, but would not entirely 
eliminate the problem because the remoteness of some agencies would stilJ serve as 
a bar to recruitment and training. 

On the other hand, it is very costly to present a basic course. For this and 
other reasons, it is not practical or cost effective to present the regular 
(extended format) basic course in all the areas where Level I reserve training is 
needed. Furthermore, certification of sufficient courses to meet the training 
need on a convenient basis would create quality control problems which would be 
beyond existing staff's capability to manage and control. 

Alternative Delivery Methods 

Currently there exists three promising alternative methods for delivery of the 
training. These methods include video tape cassettes, computer assisted training 
and a program of study guides and tests covering the basic course. Development of 
a reserve training delivery program utilizing any or a combination of these 
alternative systems would undoubtedly be a time consuming process, which for all 
their promise, could not exactly replicate the basic course presented by .... 
academies. The "hands-on" training required in the regular basic course would · 
either have to be replaced by some other form of training. or POST would have to 
provide the training through an alternative delivery system, such as traveling 
teams of instructors. 
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Page 3 

Staff is currently experimenting in the delivery of reserve training using video 
taped portions of a Level II reserve course. In a cooperative arrangement between 
Butte Center and the Plumas County Sheriff's Department (under POST certifica­
tion), video tapes are being utilized to train Level II reserves. Butte Center 
develops the video tapes and administers the program, while the Sheriff's Depart­
ment provides on-site coordination and discussion leaders. Tests used by Butte 
Center in the regular Level II courses are administered to the attendees, thus 
assuring that the same quality control that exists at Butte Center also exists in 
the "outreach" Level II reserve training course conducted at the Plumas County 
Sheriff's Department. 

It should be pointed out, however, that developing "master video tape" 
presentations is very costly to the academy, and it may be that POST will in some 
way have to subvent some of the cost in order for the program to progress beyond 
its present pilot fonn. Nevertheless, this arrangement is the most promising pro­
ject staff has undertaken thus far in the delivery of reserve training to remote 
areas; 

There is also a possibility that the feasibility study of computer assisted 
training recently approved and funded by the Commission may provide another 
alternative means of delivery of reserve training. This study will not be 
available for approximately six months and no conclusion can be drawn until the 
study is completed. 

The third alternative would require that study guides and tests be developed for 
use in remote areas. This would be a costly process and would require continuous 
update of the materials because of changes in the law, court decisions, etc. 

Reimbursement Cost 

Reimbursement cost is another factor which must be considered. Currently staff 
cannot estimate or project the cost of travel and subsistence expenses for Level I 
reserves, because of the many variables that exist. We do know that there is a 
large turnover in reserves, so even if the Commission were inclined to seek a 
change in the law (13523 PC) to permit reimbursement for Level I reserves, there 
would remain a question as to whether or not this approach wo_uld be the most cost 
effective means of facilitating the training. 

Need For Additional Time 

Clearly then, the issue of funding travel and subsistence expenses for reserve 
Level I trainees or providing some other type of convenient training is a 
complicated issue. The Commission should delay any decision on these issues until 
final legislative action is taken on AB 2078. In the interim staff will continue 
exploring each of the alternative delivery methods for the purpose of determining 
the most feasible and cost effective approach to delivery of reserve training to 
remote areas of the state • 
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The amendment of Penal Code Section 13511 has created the need to revise the 
POST Administrative Manual, Commission Procedure D-11 (Basic Course Equivalency 
Evaluation and Examination process). 

BACKGROUND 

POST has provided a basic training course equivalency assessment, including 
·the Basic Course Equivalency Examination (BCEE) since January 1, 1966. The 

Commission now requires that an applicant for the'equivalency process actually 
be employed as a full-time peace officer by an agency participating in the 
POST. Program. 

AB 1055, Chapter 213, in 1980 amended Penal Code Section 13511, and is 
operative July 1, 1981. Section 13511 provides that applicants for the 
equivalency assessment need only to be "under consideration for hire." The 
law provides that applicants be re-test~d on those portions of the examination 
not previously passed. The law also directs that a fee shall be charged which 
is sufficient to cover administrative costs associated with the testing. 
(Refer to Attachment A, Section 13511 California Penal Code.) 

The Commission presently requires that an applicant for the Basic Course 
Equivalency Process, including the Basic Course Equivalency Examination, be an 
employee of an agency that is participating in the POST Program. The agency 
head must complete an equivalency evaluation of the applicant'.s ·prior training 
on the appropriate POST forms and verify that the prior training of the · 
applicant is equivalent to the present POST Basic Course. The agency head 
must then attach all supporting documentation to the appropriate POST form, 

·.i.e., transcripts, outline of classes, etc., and submit the material to POST 
for final review and a decision concerning the equivalency of the prior 
training. If the POST review verifies that the prior training is equivalent, 
the applicant is allowed to take the Basic Course Equivalency Examination. If 
the applicant fails no more than 3 of the 12 modules of the BCEE, the 
applicant will be allowed t6 remediate the modules missed. After remediation 
of the modules and documentation to POST from an accredited trainer that the 
applicant has been remediated successfully, the BCEE is deemed completed and 
the applicant is not required to attend the POST-Certified Basic Course. 

li:t.e reverse side if nccd~d 
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ANALYSIS 

The amendment of Section 13511 P.C., effective July 1, 1981, requires that in 
those instances where persons have acquired prior equivalent peace officer 
training and are under consideration for hire by an agency participating in • 
the POST program, the Commission shall provide the opportunity for testing in 
lieu of attendance at a basic training academy or an accredited college. This 
portion of the law changes the Commission's present policy that an applicant 
be employed and requires only that an applicant be under consideration for 
hire. The requirement that an applicant only be under cons1derat1on for hire 
TSia significant change, requiring a specific Commission definition. The 
change will also increase the workload of POST staff, add operating costs 
(recoverable by fees), and place the Commission back in the local agency 
selection process our present policy seeks to avoid. 

Development, planning, organizing, staffing, directing, and controlling the 
program are additional costs anticipated because of the requirements; The law 
requires that the Commission shall charge a fee to cover administrative costs 
which is sufficient to cover all the costs associated with the testing. 
Therefore, the costs of the program, when the total cost is known; will be 
paid by the applicant for the service. 

The amendment of Section 13511 P.C., requires that re-testing shall be 
provided for and that the re-testing procedures shall be designed so that any 
portion ~thich has been previously passed need not be retaken. The requirement 
for re-testing is a significant change and modifies present policy that a 
maximum of up to 3 modules may be missed and that the failed modules must be 
remediated. 

------ ····--- ·-.· - --· ·.-::-· "·=•; _,_._..., ..... --:-:-•-•.,---.,.--,-...--- --·--···---·-·-"--.-----•~--~-··•- ;o'·-·------._-•.• --~-~•••--..- -• r· •--..,.-,.-.•-;'" 

As thepreceeding analysis indicates, the law requires that three major iss.ues 
be addressed by the Commission at this meeting. The issues are: 

o A definition of "under consideration for hire." 

• The issues involved in the "re-testing" of applicants. 

• The estab 1 i shment of a "fee" for the process. 

The law also creates the necessity to amend other portions of PAM D-11 to 
accommodate needed technical or format changes. 

Each of these issues is discussed in the following pages. 

DEFINITION OF "UNDER CONSIDERATION FOR HIRE" 

The proposed definition of "under consideration for hire" for purposes of 
being eligible to be administered the Basic Course Equivalency Process 
including the Basic Course Equivalency Examination, as authorized by Section 
13511 P.C., is as follows: 

An individual is under co.nsideration for hire when POST-receives a 
statement from an age·ncy head attesting to the fact that the individual is 
currently on the employer's applicant list. An applicant list, for 
purposes of this definition, is a list of potential new employees that 
have been subject to review and screening by the agency head to ensure • 
that they possess the agency's minimum qualifications for the position of 
peace officer. 
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The proposed definition, it is believed, takes into consideration the intent 
of the law that an opportunity to satisfy the basic training requirements for 
individuals already trained be allowed in a reasonable manner • The required 
review and screening for the minimum qualifications will provide POST with _the 
necessary assurance the agency head has completed sufficient screening to be 
certain the individual is employable by the agency. 

The-agency head is responsible for screening and selecting the individual as 
an employee and 1~ould continue, as current procedures require, to determine 
that the prior training received is equivalent to the POST Basic Course. 

Procedurally, the agency head, after the review and screening for the agency's 
minimum requirements, must then determine that the individual's previous 
training is equivalent to the POST Basic Course. Using the appropriate POST 
forms, he must attach all required supporting documentation, and must attach 
the individual's required application fee to the evaluation, and then provide 
the material to POST for processing. 

ISSUES INVOLVED IN "RE-TESTING" INDIVIDUALS 

The proposed changes in four "re-testing" areas are discussed below. 

1. If the individual obtains a score of less than 70% on any of the 
modules, the individual will be allowed to re-test for the failed 
modules. 

The Commission's present procedure indicates that if the BCEE applicant 
receives a score of less than 70% on each of three of less modules, he/she 
will be allowed to remediate the failed modules to satisfy the Basic Course 
training requirement, provided the_ aggregate test scora is 70% or better. The 
applicant may remediate the failed modules, then the accredited trainer must 
verify to POST the remediation has been successfully completed. 

Section 13511 P.C. requires that the re-testing procedures shall be designed 
so that any portion which has previously been passed need not.be retaken. The 
section does not mention remediation as a requirement and does not indicate 
that only three portions of the test, or any other specific number may be 
missed. Therefore, the policy is proposed there be no requirement for 
remediation and there be no limit on the number of failed modules for 
re-tested individuals. 

2. The re-test may be taken after 30 days from the original examination 
date, and no later than 180 days from the original examination date. 

The recommendation that there be a 30 day minimum time limit before the 
applicant may be re-tested is offered to allow the applicant the opportunity 
to remediate and will allow sufficient time for the re-test process between 
the applicant and POST to take place. The recommendation that there be a 180 
day maximum time limit by which time the applicant must have been re-tested is 
offered to allow the applicant sufficient time to obtain remediation; if 
desired. Also, the equivalency process infers that an agency head has 
indicated the applicant is eligible for employment and is under consideration 
for hire, therefore, the total process should be completed in a r_easonable 
period of time which will allow the involved agency head to pursue hiring the 
applicant • 
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3. The individual will be allowed to be re-tested only one time on those 
modules of the Basic Course Equivalency Examination that were failed. 

The recommendation to allow one re-test only for each applicant is based on 
the belief that applicants are deemed to possess equivalent basic training, 
are presumed to possess the knowledge contained in the basic training course, • 
and are in the process of being hired by a law enforcement agency. It is 
believed that if after taking the Basic Course Equivalency Examination and 
failing, remediating those portions failed and taking one re-test and failing 
again, the applicant should be required to complete the POST-Certified Basic 
Course. 

4. The individual in order to satisfy Regulation 1005(a), who fails 
modules of the Basic Course Equivalency Examination and fails to be 
re-tested within 180 days or fails any module of the re-test is 
required to satisfactorily complete a POST-certified Basic Course. 

This section is offered to clarify the Commission's requirement concerning the 
time limit for being re-tested, the requirement that individuals be allowed to 
re-test one time only, and to clearly state that if the individual fails these 
requirements, the POST-Certified Basic Course must be satisfactorily completed. 

FEE SCHEDULE 

The proposed "fee" to be charged is as follows: 

e Application and evaluation fee $75 
e Basic Course Equivalency Examination fee "$91 
e Basic Course Equivalency Examination Re-test fee $91 

.. 

The initial application and evaluation fee includes applicant processing, 
staff evaluation of equivalent documentation, staff time and materials cost 
required to correspond with individuals and agencies throughout the process, 
staff time involved in processing the fee, and administrative/supervisory time 
required for review and approval. 

The initial Basic Course Equivalency Examination fee includes costs necessary 
to deliver the examination to convenient locations that are scheduled 
periodically, to proctor the examination, to maintain security of the 
examination, to return the examination and individual answer sheets to the 
POST headquarters, and to provide for the maintenance costs for the 
examination. (The maintenance of the test items contained in the examination 
will be closely.reviewed and supervised, and will be revised on a scheduled 
basis). 

The Re-test fee includes the same costs as are included in the Basic Course 
Equivalency Examination fee. 

The fee for both examinations is based on actual projected costs and include 
personnel salary, travel, per diem, and maintenanEe cost. The initial 
projection is that there ~1i 11 be 300 applicants per year for the Basic Course 
Equivalency Ex ami nation •. and .·for the re-test. There wi 11 be 36 examinations 
per year. There will be an average of eight applicants at each examination. 
Further evaluation of costs and actual experience will result in· changes in 
the fee schedule. 
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OTHER PAM TECHNICAL OR FORMAT CHANGES 

PAM Procedure D-11 requires formal revision to accommodate the significant 
changes discussed above. Other related changes in specific D-11 provisions 
are also required. The full text of proposed changes in Procedure D-11 are 
shown in "ATTACHMENT B". 

A detailed narrative explanation of each proposed change in Procedure D-11 is 
included with this report as "ATTACHMENT C". 

SUMMARY 

Staff will be continuing to evaluate issues resulting from implementation of 
P.C. Section 13511 and if other Commission Procedures or Regulations are found 
necessary, appropriate reports will be made to the Commission. In the 
meantime, it is believed the changes in procedure described in this report 
will effectively address implementation of the law, and provide for 
administration of the Basic Course Equivalency Evaluation and testing process 
in a manner that meets the needs of POST law enforcement agencies and 
individuals. · 

The changes proposed in the equivalency evaluation process have not yet been 
communicated to law enforcement agencies. Because of the significance of some 
of the changes, it is beleived that those agencies and individuals concerned 
with the basic training equivalency process should have opportunity to provide 
input. The Commission has previously approved the scheduling of a public 
hearing on this matter for October. Staff proposes that we proceed with plans 
for the public hearing. Even so, it is recommended that the proposed 
procedures be fully operative on an immediate basis . 

REC0~1MENDATIONS 

1. Approve revisions to PAM Procedure D-11 and direct that these revisions 
establish immediate interim procedures for the equivalency evaluation and 
testing process. 

2. Set a public hearing for the October 1981 meeting (as previously approved 
by the Commission at the January meeting) to allow field input and to 
confirm these procedural changes . 
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ATTACHMENT "A" 

Complete text of Penal Code Section 13511 

§ 13511. Place of training; testing in lieu of at­
tendance at training academy or col· 
lege 

In establishing standards for training, the commis­
sion shall, so .far as consistent with the purposes of 
this chapter, permit required training to be obtained 
at institutions approved by the commission. 

(b) In those instances where persons have acquired 
prior equivalent peace officer training and are under 
consideration for hire by an agency participating in 
the POST program, the commission shall, no later 
than July 1, 1981, and thereafter, provide the oppor­
tunity for testing in lieu of attendance at a basic 
training academy or accredited college. Tests shall 
be constructed to verify. possession of ·minimum 
knowledge and skills required by the commission as 
outlined in its basic cour::;c. Such tests shall be 
!-icheduled periodically in convenient locations, and an 
opportunity shall be provided for t('sting and retest­
ing under procedural guidelines e::;tablished by the 
.commission. The retesting procedures shall be de­
signed so that any portion which has been previously 
pa.ssed need not ·be retaken. The commission shall 

charge a fee to cover administrative costs which is 
sufficient to cover all the costs associated with the 
testing conducted under this subdivision. 
(Added by Stats.1959, c. 1823, § 2. Amended by Stats.1980, 
c. 213, § 1.) 



ATTf,CIIi·iENT "B" 

r---------- Commission on Peace Officer Standards and Trainine ----------., 

POST Admini•trative Monual 

Commission P rocdeure 0-ll 

Traini, 

*Revised: 
·J-iHH}ar'-;1' 1 , 1981 
July 

BASIC COURSE EQUIVALENCY EVALUATION AND EXA~111JATION PROCESS 

Purpose 

"'" 11-l. Establishes Guidelines: This Commission Procedure implements the guidelines for 
determimng equJVa/ent tra1mng for newly employed or re-ee1ployed peace officers 1;ho do 
not possess a POST Basic Certificate, and r·eserve officers to be assigned Level I 
responsibilities. The >~aiver of basic training for an alr·eady trained peace officer 
who has completed equivalent training is authorized by Section 1008 of the Regulations. 

Eligibility 

* 11-2. Eligibility Status: 

a. The indiv.idual must be -c-ur-r·e·nt-1:)'-elllployed- under consideration for hire by the 
requesting agency as a full-tiCJe la1'1 enforcement officer (as deflned by Regulation 
1001(1) or appointed as a reserve officer to be assigned Level I duties in order to 
have prior training evaluated for eligibility to take the POST Basic Course 
Equivalency Examination (BCEE). 
During the evaluation and testing process, -the- an employed regular officer may 
exercise peace officer po1·1ers while participating in a POST-approved Field Training 
Program for a maximum of 90 days from date of employment. (See PAH, Section 0-13) 

b. An individual Hho satisfactorily completed a POST-certified Basic Course on or after 
January 1, 1973, including those certified under the former 200 hour Basic Course 
standards, are, except as othen;ise determined by the Commission, deemed to have met 
the current training requirement of either the regular Basic Course (PPJ.I Section 
0-l), or the Specialized Basic Investigators Course (PAN, Section 0-12), and no 
evaluation or testing is required. (Refer PA!-1, Section D-1 and D-12) 

c. Basic Course training completed prior to January l, 1973, shall not be deemed to 
have met ·the basic training requirement. fill such persons requesting a waiver of 
basic training must, through the evaluation and testing process, meet the current 
training requirements of PAl'l, Section D-1 or D-12, as appropriate to the type of 
agency of employr.1ent. 

d. The evaluation and testing process shall be followed in all cases 1·1hen the peace 
officer was trained in another state and is "pp&im«J- under consideration for hire 
for the first time as a California peace officer. Traimng completed hy pe1·sons 
being re-employed as a California peace officer will be evaluated and tested, as 
determined by the Corrmi ssi on. 
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Equivalent Training 

~ 11-3. Regular Basic Course Equivalent to Specialized Basic Investigators Course: An 
individual who meets the cw·rent PA~I, Sect10n D-1 training requirement is deemed by 
the Commission to meet the training requirement of PAN, Section D-12. However, an 
individual who has completed the training requirement of PAM Section D-12 must 
document training equivalent to the PAM, Section D-1 requirement through the 
evaluation and testing process. 

* 11-4. Agency Comparison of Completed Training is a Prerequisite to POST Evaluation 
and Testing: 

a. Each equivalency evaluation request must be accompanied by the individual's 
application fee and a c~nparison which has been made by the requesting department 
head using POST Form 2-260 of the individual's completed training. Information 
provided must specify the basis upon 'lhich the equivalency is being declared and 
specify training that can be verified >~hen compared to PA~1, Section D-1 or D-12, as 

·appropriate to the Basic Course training requirements for the employing agency. 

b. When POST determines that the training material submitted in support of an 
equivalency evaluation request is equivalent to the existing basic training 
requirement, a Basic Course Equivalency Examination (BCEE) will be scheduled and 
administeredL by-P65f-stnff-l>lithin-=l:5=-days: · The department and individual will 
be notified of the results of the examination. 

-<-11-5. Training and Education Accepted by POST for Evaluation: POST staff will 
evaluate documentation of training and education, including POSi-certified Reserve 
Courses, submitted under the provisions of Commission Regulation 1003 which may be 
equivalent to the training required for the Basic Cour.~se::·~~··~·~~-~···~~·-~-~-

-·~-.. ---_..,.-_ -~. ~----=·=------:_,., _-:::-::,....-=o-:;·-~-,-:~-;;--·-·~·~T"-~-

Equivalency Examination 

* 11-6. , Requirement for Passing Basic Course Equivalency Exa~ination: 
who takes the BCEE must pass >~ith a minimum score of at least 70% on 
modules in order to satisfy the Basic Course t>·aining requirement. 

Each individual 
each of the 

a. If the individual ~eeefve• obtains a score of less than 70% on eaeR-ef-tRPee-eP 
less any of th~ modules, Re/she the indivirlual will be allowed to P6"edtate re-test 
for the failed modules to satisfy the Basic Course training requirement. JWBV~clee 
~e-a§§Pe§ate-te~t-seePe->s-]8%-eP-beetePo -

b.-lf-tee-tedtvtaHat-reee>•es-a-~e8Pe-of-re~~-then-7G1-on-each-of-foor-or"'ore 
medHte~;-er-fat}~-te-aehte•e-a-mtntmtlm-aggreg~te-te~t-~core-of-at-tea;t-70~; 
l'e§a r~ J.e~~ -ef'-H1e -ttt<llbeP -e'i' -med~ te~ -fat ted;--he/~he -h -reqoi-red -to -sati-sf.actort t y­
eem~J.ete-a-~8Sf-eeP~tf'ted-Baste-G8Hr~e,· 

l~--lf-tRe-8epartmettt-ha~-a-~8Sr-~ppPoved-Fterd-rratntng-Progr~;-the-tndtvtdcrar; 
H' -t<'> -e~e>'etS<> -peaee -efHe<"i" -1'"'·•",.,. ;- -m1ry -~-a ~~tgrtcd -tcr -r arhc tr ate -i-n -so en . 
pre§rarn-f<'>r-a-ma~tmom-oF-9G-da~-from-d~tt~-of-ompr~ent-w~rt~;maki-ng-o~-t~e 
fa;. ted ;wdo leg- -ef -the -en crni-l>at-iim ,-~~ -o~fore -bei-ng -cnro r ted c;,. -~r -certtftecl 
Basi-e-Getl~e---fPAM;-~ecti-crn~-rr~car~ 

2.--rf-ehe~porbm~nt-de~~-ncrt-~ave-~r-fesr~appravcd~retct-rratnmq~grmn;-th~ 
+ndi-vi-cl~a} -dDe3" -net- -ha-re .,.,.:e -offi-cer -power, -crrrtt r -the -tr <rtnrng -reqrrtrenerrt -of 
the -Bo3"i-e -{-,.tl,.-,.e -~~r.~"-~C'rl -.-O:hs1'1tctcrr i-ly -comr rei:cU" 
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b. The re-test may be taken after 30 days fran the original examination date, and no 
later than 180 days from the original examination date. 

c. The individual will be allo•,red to be re-tested one time only on those modules of 
the Basic Course Equivalency Examination that ~;ere failed. 

d. The individual, in order to sati~ Regulation 1005(a), \;ho fails modules of the 
basic cou>·se eguivalen<:Y_examination and fails to be re-tested vrithin 180 days or 
fails any module of the Re-test is required to satisfacto•·ily cry.1plete a 
POST-certified Basic Course. 

e. If the individual is e11ployed as a full-time peace officer and the department has a 
POST-approved Field Traininq Program, the individual, in order to exercise peace 
officer pm;ers, may be assiqned to participate in such a progrzm for a maximum of 
90 days from date of employment prior to successful re-testing of failed modules of 
the examination or before bein enrolled in a certified Basic Course. IPA:1, 
Section D-f1-2a • 

*- -H--7-.- - -!\eme<l-i-at-J.oo. -of-.f-a-i-kd--!:lOdu-~-- -1\n- -i-n<l--k<-i-<lui>-1- -who- -r-€Ce-i-ve£. -a- .r_,c-o-r-e--M- -H:l&&- ..than­
M -on- -<?iK-h- -of--t~w-ee--or- -f-e>>'<-"<'- -mOOu-1-es. -ilf- -tOO--SeE.£-~ -5<1-t-i-5-f-ac.tor-i-1-:)'--eomp-1-atB-~ 
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Fee Schedule 

* 11-7. Basic Course Equivalency Examination and Re-test Fee Schedule: Penal Code 
Section 13511 requires that the Commission charge a fee to cover administrative costs 
which is sufficient to cover all costs associated with the testinq conducted under 
ttlTS-SUbC!lVTSi on. The fee" s che du 1 e is as f o 11 O'tiS: 

a) application and evaluation fee - $75.00; 

b) Basic Course Equivalency Examination fee- $91.00; 

c) Basic Course Equivalency Examination Re-examination fee - $91.00. 
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NARRATIVE 
Revision of PAM D-11 

"ATTACHMENT C" 

This section specifically details sequentially all initial proposed changes in 
PAM D-11. The section restates some imformation discussed under the major 
issues which is included to fully describe the revisions and to offer 
rationale for the proposals in D-11. 

POST Administrative ~lanual D-ll-2(a) presently states in part, "the individual 
must.be currently employed by the requesting agency," etc. Section 13511 P.C. 
requ1res that the wording be modified to state in part, "the individual must 
be under consideration for hire by the requesting agency," etc. 

The proposal is a word change only. 

POST Administrative Manual D-ll-2(d), presently states in part, "the peace 
officer was trained in another state and is appointed," etc. Section 13511 
P.C. requires that the ~lording be modified to state in part, "the peace 
officer was trained in another state and is under consideration for hire," etc. 

The proposal is a ~1ord change only. 

POST Administrative Manual D-11-4(a), presently states in part, "each 
equivalency evaluation request must be accompanied by a comparison which has 
been made by the requesting department using POST Form 2-260," etc. Section 
13511 P.C. requires that a fee be charged to cover costs of the program which 

.requires that the 1~ording be modified to state in part, "each equivalency 
evaluation request must be accompanied by the individual's application fee and 
a comparison which has been made by the requesting department, using POST Form 
2-260," etc. 

The proposal is to add the statement "the individual's application fee and." 

POST Admi ni strati ve Manual D-11-6 (a), presently states in part, "if the 
individual receives a score of less than 70% on each of three or less modules, 
he/she will be allowed to remediate the failed modules to satsify the Basic 
Course training requirement, provided the aggregate test score is 70% or 
better." Section 13511 P .c. requires that the re-testing procedures shall be 
designed so that any portion which has previously been passed need not be 
retaken. The section does not mention remediation as a requirement. Section 
13511 requires that the wording be modified to state in part, ''if the 
individual obtains a score of less than 70% on any of the modules, the 
individual will be allowed to re-test for the failed modules to satisfy the 
Basic Course training requirement period." 

The proposal is to make the following technical changes: To change the word 
"receives" to "obtains" to eliminate "each of three or less" - the law does 
not indicate that only three modules may be missed. Therefore, "any of the" 
replaces each of "three or less"; to eliminate "he/she" and replace with "the 
individual,"- a technical change to be consistent with other language; to 
eliminate the word "remediate" and replace it with "re-test for"; and to 
eliminate "provide the aggregate test score is 70% or better,"- the law 
requires that the test be passed in portions or modules not as an aggregate. 

-1-



POST Administrative Manual D-ll-6(b), presently states in part, "if the 
individual receives a score of less than 70% on each of four or more modules, 

.etc., and continues through D-ll-6(b)(l) and (2)." Section 13511 P.C. 
requires that the wording in D-ll-6(b) be eliminated because the section is no 
longer applicable. The applicant need not take the re-test on any portion of • 
the test that has previously been passed. Section D-ll-6(b)(l) is deleted 
from its present location and relocated under Section D-ll-6(d) with some 
minor technical modification. Section D-ll-6(b)(2) is deleted from its 
present location and, in part, included under Section D-ll-6(d) with some minor 
technical modification. 

The proposal is to eliminate this section, reword part of the section, and 
relocate under Section D-l-6(d). 

POST Admi ni strati ve Manual D-11-6 (b) (revised) as proposed states; "the 
re-test may be taken after 30 days from the original date, and no later than 
180 days from the original examination date." The recommendation that there 
be a 30 day minimum time limit before the applicant may be re-tested is 
offered to allow the applicant the opportunity to remediate and will allow 
sufficient time for the re-test process between the applicant and POST to take 
place. The recommendation that there be a 180 day maximum time limit by which 
time the applicant must have been re-tested is offered to allow the applicant 
sufficient time to obtain remediation, if desired. Also, the equivalency 
process infers that an agency head has indicated the applicant is eligible for 
employment and is under consideration for hire. Therefore, the total process 
should be completed in a reasonable period of time which will allow the 
involved agency head to pursue hiring the applicant. 

~-----.Thi!_p_r:_oposa_l_j_!; __ t<l_de_ter:mi.ne _a_JTii.nJrnum_o_f_)O _days and_a_~maximunu>LJ_80 day_s.----~-~------"··--·· 
the Commission wi 11 a 11 ow for each applicant being administered the Basic -· -·· -
Course Equivalency Re-test. , 

POST Admi ni strati ve Manu a 1 D-11-6 (c) (revised) as proposed states, "the 
individual will be allowed to be re-tested on those portions of the Basic 
Course Equivalency Examination that were failed, one time only." The 
recommendation to allow one re-test only for each applicant is based on the· 
belief that applicants possess equivalent basic training, are presumed to 
possess the knowledge contained in the POST Basic Training Course, and are in 
the process of being hired by a law enforcement agency. It is believed that 
if after taking the Basic Course Equivalency Examination and failing, 
remediating those portions failed, and taking a re-test and failing, the 
applicant should be required to complete the POST-certified Basic Course. 

The proposal is to allow the applicant one re-test only after faili.ng portions 
of the Basic Course Equivalency Examination. 

POST Administrative Manual D-ll-6(d) is a new section and includes portions of 
old D-11-7 that is deleted. The section as proposed states, "the individual, 
in order to satsify Regulation 1005(a), who fails portions of the Basic.Course 
Equivalency Examination and fails to be re-tested within 180 days or fa1l~ ~nY 

·portion of the re-test is required to satisfactorily complete a POST-cert1f1ed 
Basic Course." 

The purpose of this section is to clarify the Commission's requirement 
concerning the time limit for being re-tested, the requirement that 
individual's be allowed to re-test one time only, and to clearly state that if • 
the individual fails these requirements, the POST-certified Basic Course must 
be satisfactorily completed. 

-2-
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POST Administrative ~lanual D-ll-6(e) as proposed states, "if the individual is 
employed as a full-time peace officer and the department has a POST-approved 
Field Training Program, the individual, in order to exercise peace officer 
powers, may be assigned to participate in such a program for a maximum of 90 
days from date of employment while making up the failed modules of the 
ex ami nation or before being enrolled in a certified Basic Course." (PAM, 
Section D-ll-2(a)). This section replaces portions of the present 
D-ll-6(b)(l) and (2). This section is in the procedure to accommodate 
individuals that are hired prior to the agency's request for the Basic Course 
equivalency process, to notify the agency head of the requirements in Section 
832.3 P.C., and to clarify that the 90 day period the employee may participate 
in the Field Training Program now includes taking the re-test on the failed 
modules of the Basic Course Equivalency Examination. 

The purpose of this section is to notify the agency head of the 90 day time 
limit for successful re-testing of the failed modules of the Basic Course 
Equivalency Examination in order for the employed individual to exercise peace 
officer powers while participating in a POST-approved Field Training Program. 

POST Administrative Manual D-11-7 presently discusses remediation of failed 
modules, the passing score, the number of modules that can be missed, and 
satisfactory completion of the Basic Course. Appropriate portions of this 
section are included in the proposed new Section D-ll-6(d). This section is 
totally revised because, as previously mentioned, remediation is not required 
by law and the law does not indicate that only three, or any other specific 
number of modules, can be failed and then re-tested. Section 13511 P.C. 
requires that the Commission shall charge a fee to cover administrative costs 
which is sufficient to cover all the costs associated with the testing 
conducted under this subdivision. The new D-11-7 desc~ibes the fee schedule • 
The cost to the Commission for the evaluation, review, and administrative 
processing of the application initially is $75 per applicant. The cost to the 
Commission for administering the Basic Course Equivalency Examination 
initially is $91 per applicant. The cost to the Commission for administering 
the Basic Course Equivalency Re-test initially is $91 per applicant. 

The purpose of the section is to identify the initial fees for the Basic 
Course Equivalency Evaluation and for the Examinations. 

-3-
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COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING 
7100 BOWLING DRIVE, SU,ITE 250 

SACRAMENTO, CALIFORNIA 95823 

POST ADVISORY Cm1~HTTEE MEETING 
July 15, 1981 

The Bahia Motor Hotel, San Diego, CA 

MIN U T E.S -------

CALL .TO ORDER 

The meeting was called to order at 10:15 a.m. by Chairperson Ayres; a quorum 
was present. 

ROLL CALL OF THE ADVISORY cm1t~ITTEE t~EMBERS 

Roll was called: 

Present were: 

Absent were: 

POST Staff Present: 

Barbara Ayres, Larry \-!atkins, Or. Robert Coombs, 
~lichael Gonzales, Joseph McKeown, C. Alex Pantaleoni, 
Arnold Schmeling, J. Winston Silva, George Tielsch 

Wayne Caldwell, Edwin Meese, Robert Wasserman 

Don Beauchamp, Donald Moura, Brooks Wilson, 
Rachel Fuentes 

APPROVAL OF PREVIOUS MINUTES 

MOTION- Pantaleoni, second- Schmeling, carried unanimously for approval of 
the March ~2, 1981 minutes as written. 

EXECUTIVE PROGRESS REPORT 

Don Beauchamp, Assistant to Executive Director, reported that the Executive 
Director was not able to be present due to illness. Beauchamp reported that 
during the last three weeks, the Executive Director has been visiting the 
Arizona and New Mexico police academies as part of his plan and effort to 
familiarize himself as to what is happening in other states. Earlier this 
year, visits to the POST equivalents in Oregon, Washington, and· Utah were made. 
The Executive Director will comment on his trip at the Commission meeting. 
Beauchamp briefed the Advisory Committee on the continuation of the POST 
reorganization process begun by the Executive Director last year. Through a 
Personnel Board action, two new positions have been created. They are Deputy 
Executive Director position (Career·Executive Assignment III) and the Assistant 
to Executive Director (CEA I). Glen Fine; formerly Chief of Training Program 
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Services, has been appointed Deputy Executive Director. Glen will have 
responsibility for day-to-day line activities of POST and will coordinate 
the efforts of the seven bureaus through the Bureau Chiefs. Don Beauchamp, 
the POST Legislative Coordinator for the past three years, has been appointed 
to fill the Assistant to Executive Director position. Don will continue to 
serve our legislative needs and additionally will assume .the responsibility 
for the coordination of special projects conduc.ted out of the Executive Office. 
The Special Projects Unit consists of Brooks Wilson and Hal Snow, who was 
promoted to Bureau Chief. Ted r~orton was appointed Chief of the Training 
Program Services replacing Glen Fine. The Committee was also informed that 
POST hired five new consultants. They are: Nichael DiMiceli (formerly Chief 
of Police in Vail, Colorado, and full-time management consultant with .Arthur 
Young and Company); Donald Moura, a former Pleasanton police officer and 
chairman of the Division of Administration of Justice at Delta College; 
Holly ~1itchem, Research Training Coordinator for the Vacaville Police Department; 
Doug Thomas, Sheriff of Plumas County and Everitt Johnson, Sergeant of the 
Los Angeles County Sheriff's Office. With the reorganization and the hiring 
of the new consultants that have taken place, the reorganization process is 
about completed. 

PROFESSIONALIZATION COORDINATING COMr~ITTEE ACTIVITIES 

Brooks Wilson of POST staff advised the Advisory Committee that work is p1·oceeding 
on the Professional ization Symposium issues with several items on the agenda for 
the July 16 Commission meeting. He gave a brief background of the Symposium on 
Professional Issues in Law Enforcement which was hosted by.POST, PORAC and CPOA 
in October 1980. As a result of this, there were a number of issues that 1•1ere 
identified which need to be addressed in order for California law enforcement 
to advance toward professionalization. A report was prepared as a result of 
the Symposium and the Commission agreed to host a number of follow-up seminars 
throughout the state to address the identified issues. · A Professional ization 
Coordinating Committee was appointed to. coordinate these activities. This is 
a 16 person group consisting of five members from CPOA; five members from PORAC 
and six members from the Long Range Planning Committee who are also on the 
Commission. 

Six task forces were established to assist the Committee with their work. Of 
the six task forces, recommendations from four have been submitted and approved 
by the Coordinating Committee. They are: 

1. Task Force on Licensing/Enhanced Certification 
2. Task Force on Continuing Education and Training, Group II 

(Increased Executive Training) 
3. Task Force on New Organizational Concepts 
4. Task Force on Education and Training (Pre-Employment Training and 

Education) 

A fifth Task Force on Retention Strategies has completed their work and 
a number of recommendations for the Coordinating Committee to consider. 
recommendations will be presented to the Commission with the suggestion 

generated 
These 

that 
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they refer them to the Commission Long Range Planning Committee. The 
Coordinating Committee wilrmeet again in early September at which time 
they will hea-r the recommendations from the sixth Task Force which is 
addressing Additional Training and Educational Requirements for Supervisors 
and Managers. 

Wilson explained and discussed with the Committee the various recommendations 
proposed (see Attachment A). 

1. Task Force on New Organizational Concepts 

The purpose of this task force is to develop position papers and strategies 
for implementing consolidation, regionalization, more efficient use of 
nonsworn personnel, regional selection procedures, and new career ladders. 

Wilson explained that this recommendation is the most controversial of the 
recommendations. They are recommending for the future that we take a look 
at the possibility of regional delivery of police services and that there 
be a statewide organization of law enforcement that is administered 
regionally. This recommendation has been referred back to the Coordinating 
Committee with the suggestion that they refer it back to professional 
associations, such as the League of California Cities, CPOA, County 
Supervisors, the Legislature, or othet· appropriate groups to see if there 
is any interest in addressing this drastic change in California law 
enforcement. 

2. Task Force on Continuin Education 
Executive Training 

I 1 (Increased 

The purpose of this task force is to develop suggested increased executive 
training. 

Recommendation 1 vias, discussed with Wilson explaining that this is not 
necessarily POST's position on this subject. He stated that POST will 
act as a clearinghouse for information on this subject for Chiefs and 
Sheriffs who desire to receive this service. 

Recommendation 2 and 3 - no comments. 

Recommendation 4 was discussed. Wilson reported that the staff analysis 
is recommending this concept be approved except the outside one-on-one 
on-site counseling program, a program POST could not afford to fund. 

Recommendation 
provide this. 
capability for 

5 was discussed and Watkins asked how we are going to 
Wilson stated that POST is going to explore the costs 
doing this. 

and 

Recommendation 6 - Wilson told the Committee that this recommendation did 
not come out of the task force but rather directly from the Coordinating 
Committee . 
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The purpose of this task force is to develop suggested Regulation changes, 
etc., to increase pre-employment training in conjunction with improving 
the relevance/quality of such training, and to standardize career entry 
paths. 

Recommendations 1, 2, and 3 - no comments. 

Recommendation 4. McKeown and Pantaleoni discussed problems with this 
concept and the Committee agreed that this recommendation is not ready 
to go to the Commission. It was recommended that POST and others work 
with representatives of preservice programs, agency-and college-based 
·academies, user agenc.i es, and the Chance 11 or's Office to develop an AA 
degree program which integrates the Basic Course and the degree. 

Recommendations 5 through ll - no comments. 

4. Task Force on Licensing/Enhanced Certification 

5. 

The purpose of this task force is to develop for Commission consideration, 
legislation or PAr1 changesdirected to the licensing of police officers, 
or to initiate PAM changes which would upgrade the Basic Certificate to 
license status. Increased training and minimum selection standards are 
to be considered as part of the legislation or regulation changes . 

Recommendations 1 through 9 - vJilson discussed and commented on these with 
the committee .. 

Task Force on Retention Strategies 

The purpose of this task force is to develop position papers and strategy 
. for improving retention of quality police personnel in the California law 

e·nforcement community. 

Wilson reported that the Task Force developed a report.analyzing attrition 
rates in California law enforcement agencies along with general causes and 
remedies. This report generated four recommendations suppo.rted by the 
Coordinating Committee. An additional recommendation made by the Committee 
was that the report be accepted by the Commission for publication and 
distribution. 

Advisory Committee members requested that a 
different task forces be furnished to them. 
information in the near future. 

1 i st of members who are on the 
Wilson will forward this 

TRAINING NEEDS ASSESSMENT REPORT 

Wilson briefed the Committee on the Training Needs Assessment Final Report and 
explained some of the issues addressed. He commented on the Executive Summary 
of the report on page 5. He further commented on other sections of the report 



• 

• 

. . ,, 

5 

and encouraged the members to read this report and follow up as the issues 
are addressed at the Commission. 

BASIC ACADE~W UPDATE 

Don t~oura reported on the Basic Academy Update Consortium activities and 
informed the Committee that we have an outstanding Basic Course Academy 
Program in the State of California. He explained that the Basic Course 
Consortium is a group of academy directors or coordinators selected to 
address the issues involving the Basic Course such as curriculm revisions, 
quality considerations and presentation problems. Moura distributed a 
Basic Course ~1aintenance Project Activities report to the members and gave 
a brief presentation (see Attachment B). He also distributed the minutes 
of the Basic Course Consortium meeting held on June 17-18 in Los Angeles 
(see Attachment C) and explained a few highlights of the meeting. Moura 
explained that POST's goals and objectives for 81-82 will include updating 
the Basic Course Performance Objective Manual, updating one unit guide each 
quarter, and updating the Basic Course Management Guides. POST will also 
continue to call Consortium meetings several times a year, and conduct our 
Basic Course Instructor Update Programs on a regular basis. 

LEGISLATIVE UPDATE 

Do~ Beauchamp gave a brief status report on the active bills that POST is 
following. See Attachment D . 

PROPOSED DATES AND LOCATIONS OF FUTURE ~1EETINGS 

Chairperson Ayres advised the members that the next Advisory Committee meeting 
will be held in the Bay Area on October 8-9, 1981. After discussion, it was 
decided to have the meeting at the Hillsdale Inn in San Mateo. Our· December 
meeting is scheduled for December 17-18 in Orange County. Staff will seek 
an appropriate 1 oca ti on and confirm ~1ith the Chairperson. 

OLD BUSINESS/NEW BUSINESS 

1. Chairperson Ayres read a letter received from Herb Ellingwood dated 
April 11, 1981 advising her that he has resigned because of his appoint­
ment to the White House staff. 

2. Advisory Committee Minutes 

3. 

Wilson asked the Advisory Committee members regarding the timing of the 
minutes and if they needed two copies for their files. After discussion, 
it was agreed that the minutes should be sent to the members as soon as 
possible after the meeting and that one copy of the minutes would be 
sufficient. 

Advisory Committee's Role 

Concern was expressed by the Advisory Committee members as to what is 
exactly the role and function of the group.· After much discussion, it 

( 
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was the consensus of the Committee that.the Advisory Committee members 
are not being advised appropriately as to what is going on so that they 
can notify their association and constituents as to what is happening 
and also to obtain some input from them. 

It was agreed that Chairperson Ayres will have an infoqnal discussion with 
the Executive Director at the July 16 Commission meeting regarding the 
role of the Advisory Committee. 

4. Advisory Committee Vacancies 

The Committee discussed the vacancies in the Advisory Committee and the 
policy regarding the filling of these vacancies. Beauchamp stated that 
the members are appointed by the Commission. t·1embers representing an 
association or agency are nominated by the association or agency and the 
public members are nominated by the Commission. 

Chairman Trives has nominated two public members to fill the existing 
vacancies. They are: 

t1s. ~1imi Silbert, Executive Director of the Delancy Street 
Foundation, a private, non-profit rehabilitation center in 
San Francisco; also a former training consultant for the 
San Francisco Police Department, recommended by C.A.D.A . 

Ms. Alice Lytle, Secretary, State and Consumer Services Agency, 
and Chairperson of the Governor's Task Force on Civil Rights, 
nominated by the Chairman. 

The.appointment of Sheriff Richard Pacileo to the POST Commission created 
a vacancy for the California Sheriffs' Association representative on the 
Advisory Committee. A letter has been received from the Sheriffs' 
Association nominating Ben Clark, Sheriff of Riverside County, as the 
replacement. 

The Commission will take action at the July 16 Commission meeting to fill 
these vacancies. 

REPORTS FROM MEMBERS OF THE COMMITTEE 

Chairperson Ayres - (WPOA) Chairperson Ayres reported that WPOA's will have a 
Board meeting on Friday, July 17 and an all day training session on Saturday, 
July 18 at the Ambassador Inn in West Covina. · 

Vice-Chairman Watkins - {CHP) Vice-Chairman Watkins reported that Chief Tielsch 
has a letter from the area CHP Chief regarding motorcycle training. CHP worked 
with POST about eight months ago under a grant to help in traffic safety and 
tried to set up a Southern California motorcycle training academy. He stated 
the CHP motorcycle training backlog is four years for allied agencies at their 
academy. CHP had some funds to expand their course so they had the funds diverted 
to Sacramento to hire additional motorcycle mechanics which will alow them to 
expand their staff to pick up 90 more allied agency officers per year. A lot of 
the problems have been created by the Office of Traffic Safety giving grants tc 
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local agencies to buy motorcycles without providing the necessary·training. 

Committee t1ember Coombs - (Public) Dr. Coombs reported that this is his last 
meeting and he appreciated very much the chance to get acquainted with the 
members. · 

Committee Member McKeown - (CADA) ~1r. t~cKeown stated that' Alex Pantaleoni 
has been elected Chairman of the Academy Directors; the Vice-Chairman is 
Morris Hickerson of Alameda County Sheriff's Department; Secretary-Treasurer 
is Bob Blanchard of Santa Rosa College. They are busy working on changes 
in the Basic Course that Don 'Moura just gave a report on, and a 1 so their concern 
with the proliferation of the academies. 

Committee Member Schmeling- (COPS) Mr. Schmeling had nothing to report. 

Committee t~ember Tie 1 sch - ( CPCA) Chief Tie 1 sch had nothing to report. 

Committee Member Gonzales - (CAPTO) Sergeant Gonzales reported that it came· 
out in two publications that the CAPTO Conference will be held at the Holiday 
Inn in Los Angeles on October 14-16, 1981. This is in error. It will be held 
at the Holiday Inn in Ventura. He requested that the POST Scripts be corrected. 
Also, the new State President of CAPTO is Commander Mike Sorge of Sacramento. 

Committee ~1ember Silva - (Community Colleges) llr. Silva reported that the 
Chancellor's Office is beginning to devise it~ 5-year plan for the 1982-87 
fi sea 1 years. He commented that he received some good i nforma ti on from ~Ji 1 son's 
report on the Task Forces and he 1vill try to incorporate some of the suggestions 
into the 5-year plan. 

Committee t1ember Pantaleoni - (CAAJE) Pantaleoni reported that they had their 
Annual Conference in Fresno on April 23-25. He stated this was a good successful 
conference and was one of the best they have had in the last five years. The 
next Annua 1 Conference wi 11 be he 1 d in San Jose the third week of April 1982. 

ADJOURNMENT 

There being no further business, the meeting was adjourned at 3:15 p.m. 

Rachel Fuentes 
Secretary 

Attachments 
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Attachment "A" 

RECOMMENDATIONS OF PROFESSIONALIZATION COORDINATING COMHITTEE 

As a result of the ''Symposium on Professional Issues in Law Enforc~ment11 ·hosted in 
October, 1980, by POST, CPOA and PORAC, a ste~ring conunittee, entitled "Profession­
alization Coordinating Cornrnittee11 was ~ppointed to address the professionalization 
issues identified. 

Six task forces were established by the Professionalization Coordinating Conunittee 
to assist them in· their work. All of the task forces have met. several times and 
five of them have submitted a list of recommendations. Listed below are those rec­
onunendations which have been accepted (,;ith some modification) by the Professional­
ization Coordinating Conunittee and referred to the policy making bodies of POST, 
PORAC and CPOA for review. 

In reviewing them, please keep in mind that they are tn a ~eview process and may or 
may n9t emerge in their present foirn as actions or statements that are endorsed by 
the three groups (PORAC, POST, CPOA). 

The task forces which have reported, along with their purpose and reconunendations 
are: 

TASK FORCE ON NEW ORGANIZATIONAL CONCEPTS 

Purpose: To develop position papers and strategies for implementing consolidation, 
regionalization, more efficient use of nonsworn personnel, regional selection pro­
cedures, and new career ladders. 

Recommendations are directed to Phase I - New Organizational Concepts • 

·coordinating Committee Recommendation #l 

Consolidate police services in California so as to form a system in \.'lhich the state 
is divided in.to geographic areas, .each served by a locally managed police force; all 
of the forces by law comprising the state><ide system. 

TASK FORCE ON CONTINUING EDUCATION AND TRAINING 
Group II - Increased Executive Training 

Purpose: To develop suggested increased executive training. 

Recommendation #l 

POST should provide a comprehensive Executive Profile Assessment - a comprehensive 
assessment of the chief execUtive's strengths, weaknesses, management styles, .and 
aptitude by a variety of examinations and analysis by experts. 

Recommendation #2 

Mandate the Executive Development course for all chiefs and sheriffs appointed after 
the effective date to an agency in the Regular or Specialized Program. 

Modify the course to include an assessment center and increase instructional allo\'1-
ances to attract the most qualified instructors • 

Recommendation #3 

Expand the executive series of courses. Direct content to contcmpprary needs, 
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continuing executive careers, and various agency sizes. Courses should be affili­
ated with a college or university for credits. The course should be organized to 
minimize travel. POST should provide a certificate upon completion of the series 
which include: 

a. basic core 
b. contemporary issues 
c. electives 

Recommendation #4 

Provide a program of Executive Resources which includes: 

a. Expansion of POST management counseling services to include a cadre of 
·resource personnel to assist executives on-site with specific or general 
needs. 

·b. Expansion of the Field Nanagement Training to provide more than five days 
per training session. 

c. Maintenance by POST of a list of exemplary projects to include: 

1. organizational design 
2. facilities 
3. data processing 
4. communications systems 
5. vehicle fleet maintenance procedures 
6. technology transfers 

Recorrnnenda t ion ffS 

POST should provide and maintain a quarterly digest of excellent management arti­
cles, and a video/audio tape management series. 

Recommendation #6 

Explore the feasibility of establishing a "police college" for supervision, manage­
ment, and executive education and training. 

TASK FORCE ON EDUCATION AND TRAINING 

Purpose: To develop suggested Regulations change or other strategy to increase 
pre-employment training in conjunction with improving the relevance/quality of 
such training, and to standardize career entry paths. 

Recommendation #1 

The current dual entry pattern for entry into law enforcement should be continued 
(hire- then train, or hire those already trained). 

Pre-employment training should be encouraged but pre-employment students should 
' be screened to minimize the possibility .of undesirable or obviously unqualified 

students attending basic courses • 

.. 
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Recommendation #2 

Basic academy screening should consist of reading/writing tests, physical agility 
examination to determine the student's ability to participate in physical training 
activitieS, fingerprint check to determine felony conviction, counseling about 

·standards. and 'vorking conditions, and formalized documentation of this screening 
to minimize redundancy with agency screening. Any legislation required to facili­
tate this process should be supported by POST, CPOA, and PORAC. 

Recommendation #3 

The same standards of quality and content control should be applied to extended 
format presentations that are applied to intensive format presentations. 

Recommendation #4 

Prior to 1987, an AA degree curriculum should be restructured to totally include 
or integrate the POST-approved Basic Course with the objective that the require­
ments of an AA·degree, or its equivalent, be met upon graduation from the baSic 
academy and prior to employment as a peace officer. 

Recom~endation #5 

A limit of three years should be established within.which a preservice student must 
be employed. After that, the equivalence testing process must be invoked. 

Recommendation #6 

POST should modify its records system to measure current and future levels. of pre­
employment training and retention. 

Recommendation #7 

Communicate to the community colleges with AJ degree programs about the concern 
for lack of relevance in the community college AJ program and recorrnnend that they 
adhere to the core curriculum developed through the Chancellor's Office, California 
Community Colleges. 

Recommendation #8 

That POST's regulations be amended to require an Associate degree or 60 semester 
units (with 40 units in general education) for the intermediate certificate and 
Baccalaureate degree for the advanced certificate along with experiential requi­
sites. 

Recommendation #9 

An active advisory committee be utilized for all AJ degree programs. 

Recommendation #10 

POST should mandate a field training program with the following characteristics: 

a. The FT program should be required for all newly employed officers 
and lateral transfers as part of the agency certification require­
ments. 



• 

... 
' . 

-4-

b. The requirement should be "prior to field assignment," rather than 
"immediately following basic." 

' c. The program should be closely related or integrated into the Basic 
Course, should be performance objective-orientated rather than time 
related,. and that POST· should update, distribute, and maintain a field 
trainin.g guide for that purpose. 

Recommendation #11 

POST sho.uld eliminate the six-unit requirement as a condition of employment. 

TASK FORCE ON LICENSING/E~~ANCED CERTIFICATION 

Purpose: To develop for Commission consideration, legislation or PAM change 
directed to the licensing of police officers, or PAM change which would upgrade 
the Basic Certificate to license status. Increased training and minimum selec­
tion standards to be considered as part of ~he legislation or regulations change. 

This task force is recommending the joint introductions of proposed legislation 
which: 

1. Establishes the Basic Certificate as a license to practice peace officer. 

a. Grandfathering - Commission sets regulations 
b. All full time peace officers in 830 et. seq. 
c. Effective January 1982 
d. Required 18 mos after emplo.yment (832.4 PC) 

2. Expands requirements 

a. Subject matter testing 
b. Equivalent testing 
c. Grounds for denial 

3. Extends reimbursement to all full time peace officers 

4. Requires subject· matter examination 

a. Defines subject matter examination 
b. Includes job knowledge and skills 
c. Measures all. job kno\vledge and skills required in basic course 

5. Requires both POST and local standards be met and endorsement by employ­
ing agency to obtain Basic Certificate. 

6. Provides for revocation 

a. Commission of felony 
b. Fraud on application 
c. Same grounds for refusal to issue 

7. Requires requalification after 3 years break in service • 

8. Authorizes Commission to obtain background information. 

9: Makes misuse of certificate misdemeanors. 



(. 
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TASK FORCE ON RETENTION STRATEGIES 

Purpose: To develop position papers and strategy for improving retention of 
quality police personnel in the California law enforcement community for in­
creasin'g lateral mobility. 

Recommendation #1 

It is recommended that POST assume responsiblity for gathering attrition data 
from local agencies on an ongoing basis for the purpose of monitoring police 
attrition. This information should be disseminated to all agencies annually. 

Recommendation #2 

It is recommended that POST develop a regionalized concept of written testing 
and physi~al agility and the development of an eligible list should be explored 
and implemented. Such lists should be utilized in association with Qualification 
Appraisal Panels of individual agencies. 

Recommendation #3 

It was strongly recommended that POST establish,~~ m1n1m~m standard, the 
requirements and appropriate minimum passing level for reading and writing 
tests developed by POST. 

' Recommendation #4 

It is. recommended that Lateral Nobility should not specifically be encouraged 
or discouraged, but should be open as an option for individual agenci.es. POST, 
in connection with its study of attritional data, should analyze lateral mobi­
lity through _its computerized data bank to determine its implications and im­
pact over the next ten years • 



BASIC COURSE MAINTENANCE PROJECT ;Attachment "B" 

Activities 

Subject Instructor Basic Course 
Update · ~latter Update Consortium POST POST Current 
Functions· Experts Seminars & Committees Staff Commission Issues 

Performance 1. Validity of Proficiency Exam 
Objectives X X X X(a,b) X 

2. Success Criteria Standards 
Unit Guides X . X X X 

3. Remediation Standards 
t·l.an agement 

· Gu'i de X X(a) 4. Extended Format 

Ac.ademy Test 5. Student Tracking {computeri~ 
Items X X X X(b) zation) 

Academy 6. Pre-Screening Stlindards and 
I r.s t '"Uctors X X X . Testing 

,;cademy 7. Licensing 
Directors X X(a,b) 

• 8. • Repository of Academy Test 
Presentation Questions ' · 
Problems X X( a) 

9. 
Certification 
Guidelines X X(a) X 10. 

Historical File 
on Perf. Object's X 

t·later·i als X 
Storage 

1 a - Coordination with Training Delivery Services 
b - Coordination with Standards Validation Services 

• - • <. 



... Attachment "C" 

C0~1MISSION otJ PEACE OFFICER STANDARDS AND TRAINING 

Basic Course Consorti urn ~leeti ng 
June 17-18, 1981 -:Los Angeles, California 

Neeting Minutes 

Present: 

·Dave A1lan, Attorney General's Office 
Dale Anderson, Attorney General's Office 
Norm Cleaver, Go 1 den \·lest Co 11 ege 
Jim HcArthur, Oakland PO 
Norm Norment, Santa Clara CJTC 
Bill Carlson, CHP 
Denzil Verardo, Parks & Recreation 
Phil Pounders, San Bernardino SD 
Bob Weaver, Rio Hondo College 
John ~letcalf, Rio Hondo Co1lege 
Robert Kristic, College of the Red\Joods 
Gary Kuncl, Allan Hancock College 
Chuck Cona1·1ay, Orange SO 
Archie Sherman, Bakersfield College 
Gary l·liller, Gavilan College 

·Hal Sn01·1, POST 
Fred WilliaQS, POST 

~ancy Applegate, POST 
·III!III(IJonald t•loura, San Joaquin Delta College 

Kim GarthHaite, Riverside· 
Sheriff's Department 

Wednesday, June 17, 1981 

lonnie Be;o·d, Sacramento SD 
Ed Doon~n. Sacramento SO 
Alex Pantaleoni, Rio Hondo College 
Dave Hillman, Dept. of Forestry 
Don Carl son, San Franci sec PO 
Mike O'Kane, Sacramento PO 
Horri s Hi cke1·son, Al a.meda SO 
Russ Kinderman, Los Angeles PO 
Larry Roskens, f~odesto RCJTC 
Jack ~lcArthur, Modesto RCJTC 
Fred Allen, Butte Center 
Don Spencer, CHP 
Dave Parker, College of Sequoias 
Neal Allbee, San Jose City College 
les Clark, Sacramento Center 

. Gene Rhodes, POST 
Bob Sadler, POST 
William Hotchkiss, San Diego 

Sheriff's Training Academy 

I. General Session - Included l'lelcome, introductions, housekeeping, 
explanation of committee structure and agenda, and an update on Basic 
Course activities since the previous meeting. 

II. Committee Meetings - The remainder of the day ~tas devoted to standing 
and. ad hoc committee meetings. 

Thursday, June 18, 1981 

I. 

• 

Presentation by Dave Allan and Dale Anderson on the California Peace 
Officers' Legal Source Book. 

Allan and Anderson, of the Attorney General's Special Projects Unit, 
presented the Attorney Genera 1 's p 1 an ned Leg a 1 Source Book which will 
index and synopsize California criminal law and case decisions affecting 
police procedures. It is planned that this convenient reference will be 
made available to every peace officer and at cost to every academy 
recruit. ActiOn on the Attorney General's request for endorsement was 
deferred to committee reports • 



... 

II. 

• 
Presentation by Dr. John Kohls, POST on POST Physical Performance 
Testing Project. 

Kohls outlined the purpose and history of this project. A physical 
performance test is being developed_to be used as pre-screening to basic 
academies. At -the present time it 1s planned to leave cut-off scores to 
local academies. There ~1as much agreement to the position that .POST 
should establish minimum cut off scores. Kohls cited the problems for 
POST to establish cut off scores inc1uding the necessity to !lave incum­
bent standards. It may be possible to have guidelines or multiple cut 
off scores depending on local conditions. 

Recommendation: That the final results of the study be reviewed 
with the Consortium at its next meeting with a view toward determin­
ing the feasibility of establishing variable st~ndar9s or guidelines. 

III. Committee Reports - The following recommendations were approved by the 
Consorti·um: 

• 

• 

A. Testing - Chairman Phil Pounders 

POST Proficiency Test- John Kohls presented an example of a revised 
computer pr1ntout on the POST Proficiency Test results. The revised 
printout will be much more detailed and identify particular perfor­
mance objectives that students score above and below the statel'lide 
mean. The revised printout will be available sometime after October 
1981. 

Recommendation: POST take responsibility for cleaning up and 
updating the test items used in the Proficiency Test. 

Recommendation: Approve the revised computer printout on the 
P-OSl Prof1c1ency Test results with the addition to list the 
P.O's tested for each test. 

Recommendation: That (1) academy students be instructed to 
place the1r name and social security numbers on the exam's 
ans1ier sheet, (2) exam proctor's instructions be revised so as 
to be silent on the exam's purpose, and (3) POST prepare and 
distribute a statement on the exam's purpose for optional use by 
academy directors. 

Recommendation: Regarding the POST Proficiency Test administra­
tion, academies should (1) schedule test dates as soon as pos­
sible in developing an academy schedule, (2) schedule the test 
dates during the last v1eek but preferably not the last day, (3) 
advise the POST Standards and Evaluation Services Bureau as to 
the number of test takers and the physical layout so that an 
adequate number of proctors can be assigned. · 

-2-
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Academy Test Pool Questions 

Recommendation: POST sponsor a seminar in test question 
development for academy. staff and subsequently request each 
academy to furnish POST with model questions in designated 
functional areas. These questions are to be used in the 
Proficiency Test and added to the pool of academy questions. 

Basic Course Equivalency Exam - This item was considered by the 
Testing Committee and Consort1um although not on the agenda. 

Recommendation: That the Consortium is strongly opposed to the 
use of a paper and pencil exam as the only means to test for 
skills and kno11ledge; performance exams are absolutely vital to 
test for critical manipulative skills; and the passing score on 
the BCEE should be consistent with the currerit Basic Course. 

B. Success Criteria Committee -Chairman Bob Kristic 

c. 

There was extensive discussion on various alternatives for changing 
POST's current success criteria but no agreement could be reached. 

Recommendation: No change be made in the Bqsic Course Success · 
Criter1a and that POST conduct pilot studies of testing alterna-
tives in selected academies. · 

Curriculum Co~mittee - Chairman Alex Pantaleoni 

Recommendation: Endorse the concept of the Peace Officers' 
legal Source Book being proposed by the Attorney General's 
Office. 

Recommendation: Approve the proposed policy and procedure as 
amended for changing the Basic Course performance objectives. 
(See Attachment A) 

Recommendation: Approve the Basic Course Performance Objective 
H1storical File as amended. (See Attachment B) 

Recommendation: Approve with modifications the recommended 
changes to the report writing performance objectives arising 
from the Report Writing Instructors Seminar. (See Attachment C) 

Recommendation: POST should bring together a group of subject 
matter experts to review the training requirements of CVC 40600 
and its relationship to the Basic Course. 

Recommendation: Refer proposed revisions to Unit Guide #17 
(Search and Seizure) to a group of subject matter experts • 

-3-
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D. Pre-Screening Con~ittee - Chairman Arch Sherman 

Recommendation: Endorse in concept the Education and Training 
Task Force (Symposium) recommendations related to academy 
pre-screening with the proviso that pre-screening applies to all 
basic students. There is need for further study of these issues 
by the Committee. 

Recommendation: There is no need for preferential enrollment 
for reserve peace officers under P.C. 832.3(c) -Preferential 
Enrollment. 

E. Instructional Committee - Chairman Dave Parker 

Recommendation: Approve the recommendations_as amended ar1s1ng 
_out of the Report Writing Instructors Seminar (See attachment D). 

Recommendation: POST continue offering Basic Course instructor 
update sem1nars with a suggested prioritization of subject · 
areas--Firearms, Defensive Tactics, Criminal La~t, and Physical 
Training. 

Recommendation: POST should offer a seminar to bring appro­
prlate academy staff together to share computer technology and 
programs with pre-distribution of appropriate infonTiation. 

Recommendation: POST should solicit from academies copies of 
scenarios and checksheets. These.should be categorized, 
assembled into a document, and distributed to academies as 
"samples". It was felt there was no need at this time to 
develop standardized scenarios or checksheets. 

Recommendation: Approve the proposed amendments. to the proposed 
police l1censing legislation, including the added requirement 
applicants must complete the Basic Course (See attachment E). 

Recommendation: POST re-evaluate the tuition for driver 
tra1ning in the Basic Course prior to the 1982-83 Budget Year. 

·F. Remediation Standards -Chairman Fred Allen 

Recommendation: POST should request each academy to submit a 
tentative policy on remediation that is consistent ~tith the 
tentative outline on attachment F. A survey questionnaire 
should accompany the request. These results should be returned 
to the Committee for further consideration. 

IV. ~IEETING CRITIQUE 

• 
Most supported the use of committees but many felt the agendas were too 
full. Some suggested the need for more time devoted to General Sessions • 

. -4-
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List of Attachments: 

A. Proposed Policy/Procedure for Changing Basic Course Performance 
Objectives. 

B. Basic Course Performance Objective Historical File. 

C. Recommended Changes to Report Writings Performance Objectives. 
: 

D. Recommendations from Report Writing Instructor's Seminar •. 

E. Recommended Amendments to Police Licensing Legislation. 

F. Outline of Draft Remediation Standards. 

-5-
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. ' 

ATTACHMENT A 

CO!~MISSION ON PEACE OFFICER STANDARDS AtJD TRAINING 

Policy and Procedures for Changing Basic Course 
Performance DbJeCtlves 

All changes to the Basic Course Performance Objectives must be: 
(1) recommended by POST staff or the Basic Course Consortium and 

· (2) approved by the. POST Commission as specified in these procedures. 

Procedures 

1. All suggestions for change to Basic Course Performance Objectives 
must be directed to and revie1ved by the Curriculum Committee of 
the Basic Course Consortium. Committee recommendations must be 
acted upon by.the full Consortium. 

2. Changes to the Basic Course Performance Objectives must be based 
upon one of the following: 

a. A change in the law or court decision affecting police 
procedures. 

b. A "verified" change in tasks performed by peace officers 
subject to the requirements of the basic course. 

c; A pragmatic need/problem in testing, instructional 
methodology, technology, etc. 

3. Major changes (additions or deletions) require Commission 
approval prior to adoption. Hinor changes may take effect 
immediately. Annually, all changes must be reported to the 
Commission. 

4. All changes to performance objectives must be documented in the 
Basic Course Performance Objective Historical File as to dates, 
change, and justification. 

5. Changes to Unit Guides pursuant to changes in Performance 
Objectives may be made administratively ~lithout Commission 
approval. 
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BASIC COURSE .PERFORMANCE 0 . TIVE.HISTORICAL FILE I 
,, , ~' -'•' ·'1'' · COMMISSION C. 2ACE OFFICER STANDARD$ ANO.TAAINING:•:I 

Performance Objective Number: 7100 Bowling Drive. Sacr.,mento. CA 95823 

Date of I 
Recor;mended Change (Under] ines/Stdkeouts) I 

Change · 

POST 1-26; 

. - .. --"~--=:~-~·--. ··- __ : .. "•=·=~-~==~~-7;=~~-- --- .... 

Justification & Source 

: 

Date of 
Consortium 
Ap~roval 

ATTACHf1EfiT B 

. 

Date of 
Co~ission 
Approval 

Date of 
lrr.~le:-nent3tion 
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(same) 

(revised) 
80%. 

(fon11erly 
80':t 5.4 .1, 
revised) 

(should 
·be defined 
in Unit 
Guides) 

ATTACHMENT C 

POST Report Hriting Instructors' Seminar 
May 20-21, 1981 - Sacramento, Ca 1 i fo1·ni a 

5.3.0 INTRODUCTION TO REPORT HRITING 

Learning Goal: The student will have a basic 
understand1ng of report writing. 

Performance Objective(s) 

5.3.1 The student 11ill identify the follo~1ing 
uses of police reports: 

A. Record facts into a permanent record 

B. Provide coordination of follow-up 
activities and investigative leads. 

C. Provide basis for prosecution and used 
by defense 

D. Provide a source for officer evaluation 

E. Provide statistical data 

F. Provide reference material 

5.3.2 The student will identify the following 
characteristics as essential to a good report: 

A. Accuracy 

B. Conciseness {formerly "Brevity") 

c. Completeness 

D. Clarity 

E. Legi bil i t;y 

F. Objectivity 

G. Grammatically Correct (new) 

H • Correct Spelling {new) 



.. 
(formerly 
80% 5.4.2, 
revised) 

• 
(re-ordered l 

'• 

{same) 

.. 
(new) 80% 

(ne~t) 80% 

(new) 80% 

.. (new) 80% 

(new) 80% 

• 

5.3.3 The student ~lill identify the fol-
lowing questions as those that should be 
ans1vered by a complete report: 

A. What Who 

B. Who What 

c. When When 
: 

D. Where Where 

E. How Why 

F. Why How 

5.4.0 REPORT HRITING ~iECHANICS 

Learning Goal The student 11il1 know the basic 
mechamcs of report ~triting. 

PERFOR1<1ANCE OBJECTIVE{s): 

The student ~1i 11 demonstrate the ability 
job related v10ras from a list prov1ded 

5.4 .2 The student wi 11 demonstr·ate the ability 
to distingu1sh between act1ve and pass1ve vo1ce 
sentence construct1on. 

5.4.3 Given examples of faulty sentence 
structure, the stuaent 1¥1 II rev1 se til em 1 nto 

·clear and como tete sentences. lh1s Wll I m1ni­
mally include. correcting: 

A. Sentence fraoments 
B. Run-on sentences 
C. Comma spl1ces 

5.4.4 The student will 
words for police reports. 
include: 

identify in appropriate 
th1s w1ll m1nimally 

A. Slang {except ~then quoted) 

B. Jargon {except when quoted) 

C. Non~standard abbreviations {reference the 
POST standard abbreviat1ons l1stl. 

5.4.5 The student will revise third person 

- 2 -
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(new) 80% 

(revised) 

5.4.6 Given a series of events, the student 
will, to the satisfaction of the instructor, 
place them in chronoloq1cal order . 

5.5.0 REPORT 'WRITING APPLICATION 

(revised) 80% 5."5.1 *Given word pictures or audio vfsual 

(delete) 

(delete) 

presentations depicting police problems, 
simulated police situations, the student will 
orgam ze and wn te tne facts in an appropriate 
report format. The student will accomplish this 
by: 

.· 
A. Gathering relevant information by conducting 

a preliminary investigation (Ref. 10.1.0). 

B. Organizing the necessary facts in either a 
chronological or categorical order. 

C. Relating the facts in appropriate sentence 
form grammatically and structurally correct 
sentences. 

D. Utilizing the principles of Report Writing 
Mechan1cs (Ret. 5.4.0). 

5.5.2 Given word pictures or audio visual 
presentations, the student 11ill camp l ete the 
primary reports used by his/her agency, 
consistent with the following rules of a good 
report: 

A. Concise 
B. Clear 
C. Complete 
D. legible 
E. Grammatically and structurally correct 

5.5.3 The student ~1ill prepare an interoffice 
correspondence reflecting the following 
characteristics: 

A. Concise 
B. Clear 
C. Complete 
D. legible 
E. Grammatically and structurally correct 

*It is recommended the term "simulated police situation" 
·will be defined in the glossary to include word pictures, 
audio visual presentation, or role-playing. "Simulated 
police situation" is to be substituted for a 11 references 
to these terms. 

- 3 -
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Attaclnnent D 

Recommendations From the Report Writing Instructors Seminar 
(As Amended by the Consortium on June 18, 1981) 

Defer to the Consortium's Pre-Screening Committee the issue of whether 
POST should develop a mandatory validated and standardized pre-screening 
test to screen out academy applicants not possessing-the minimum reading 
and writing skills necessary to successfully complete the Basic Course. 

POST should develop an instructional package on "Contemporary Concepts in 
Police Repqrt Writing" for recommended use in advanced officer, field 
training officer, and update courses for police supervisors. 

POST should upgrade and expand the academy and pro.ficiency examinatimi 
test questions relating to report writing. It 1~s also agreed that 
multiple choice test questions are a useful supplement to report writing 
exercises to evaluate students. 

Academies should use checksheets in grading student report. exercises. 

POST should revise the Basic Course Unit Guides, including the addition 
of an inventory of available training materials, job related spelling 
list, a list of acceptable standardized abbreviations, and other changes 
consistent with approved modifications to performance objectives. 

6. Academies should interface and sequence report writing with other 
subjects. 

7. 

8. 

9. 

10. 

11. 

12. 

Academies should maintain student writing exercises for at least the 
probationary period. 

No action on recommending crime reports should be standardized in 
California. 

Each academy should address the large workload for report writing 
instructors due to the grading of student exercises. 

Refer to the Consortium's Remediation Committee the recommendation, POST 
should require academies to provide at least one retest but should make 
no effort to prescribe remediation techniques. 

POST should delete the term "his/her" from performmce objectives. 

Numerous unsol~ed report writing problems were identified including: 

lack of agency involvement in the evaluation ofneport writing, need 
for instructional aids, lack of a universally.=eptable report 
evaluation system, lack of sources for handwritlli~g improvement and 
aids for spelling-improvement, lack of supervi~y-and management 
understanding of report writing issues, multipl~ crime report forms, 
and no standardized academy pre-screening test for reading and writing 
test which diagnosis specific deficiencies • 

.-
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Attachment "D" 

. STATUS OF PENDING LEG!SLATlOf~ OF INTEREST TO POST 

ACTIVE * 

Bill/ 1\uthor Subject 

SB 201 D.l\ •. Investigators: POST reimbursement 
(Richard son) 

SB 210 
(Presley) 

SB 588 
(Rains) 

t·\arshal s: POST reimbursel'Jent 
POST Fund: Increase Revenue 

Child Abuse: Investigative Procedures 
and Training 

AB 674 Arson Investigators: POST reimbursement 
(Katz) 

SIJ 751 School District Po 1 ice: POST Reimbursement 
·(Doolittle)' 

AB 1169 
(Martinez) 

Firearms Training: Public 

IS 2078 Reserves: level I Training Standards 
(Nolan) 

AB 2172 Private Patrol: Training 
(Vasconcellos) 

Commission Position . Status 

Neutral In Assembly 

Support In Assembly 

Neutral In Assembly 

Oppose In Assembly 

·Oppose In Senate 

Neutral In Assembly 

Support In Senate 

In Assembly 

*Active means the Contnission has or may take an official position. 

Rev. 7/01/81 

0007/02 



new 

revision 

I J\ TT ACHflEfiT E 
.. 

REC0t1f~ENDED Armm1ENTS TO THE PROPOSED POLICE LICENSING 

Requirements for Certificate (License) 

1. §atisfactory completion of the POST Basic Course or.· equivalent training· 
as determined by POST. 

new · 3 • . Satisfactory completion of a POST aoproved reading and v1riting exam· 

new 

••• 

as a prerequisite to the Basic Course. 

4. Completion of a field training program approved by POST. 

POST Authority and Responsibility 

1. ~ecific authority given to POST to·contract for the administration 
of.the subject matcer examination. 

. . 

.. 
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COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING 

POST Requirement ~n Basic Course Remediation Standards 

Each academy must have a policy for student remediation which: 

1. Is uniformly applied to all students 

2. Addresses the fo 11 01~i ng e 1 ements: 

a. 

b. 

c. 

d. 

Maximum times a student may be re-tested (minimum of one 
for each performance objective). 

Written procedures made available to students suggesting 
methodologies to remediate themselves on their own time 
for each subject area. · 

Time span from the first test to subsequent re-test(s) 
and that remediation must commence as soon as practical 
after each exam. .· 
Specifies the extent of re-testing, e.g., performance 
objectives, learning goals, or functional areas . 



Date of Birth: 
Birthplace: 
Resume Date: 

RESUME 

MIMI HALPER SILBERT 

March 29, 1942 
Boston, ·Massachusetts 

. February, 1981 

Address: 

Phone: 

2563 Divisadero Street 
San Francisco CA 94115 
(415) 931-3628 

CURRENT POSITIONS 

1973-1981 

1979-1981 

• 1976-1981 

EDUCATION 

1970 

1968 

1965-1968 

1965 

1963 

HONORS 

Co-President, Delancey Street-Foundation, Inc., a self-help 
residential treatment center for 400 ex-convicts, ex-addicts, 
and ex-pro-stitutes maintaining 10 businesses; located in San 
Francisco, New Mexico, and New York. 

Principal Investigator, National Institute of Mental Health; 
Grant Number ROl t4H 32782, "Sexual Assault of Prostitutes". 
A two and .one half year project documenting and treating the 
problems of prostitution,· sexual assault, and child sexual 
abuse • 

Training Consultant, San Francisco Police Department. Redesign, 
monitor, and evaluate recruit and supervisory training. 

Moreno Academy: Certified Associate Director of Psychodrama 

Ph.D., University of California/Berkeley, Criminology and 
Psychology (With Honors) 

National Institute of Hental Health Intern Fellow (Langley 
Porter; San Quentin) 

H.A., University of California/Berkeley, Counseling Psychology 
(With Honors) 

B;A., University of Massachusetts/Amher-st, English.. Phi Beta 
Kappa; Alpha Lambda Delta 

Presidential appointment, National Institt!te of Justice 
Advisory Board, 1980-1983 

Certifica"te of Honor, Disti0-ction, and i4erit, San. Franc;isco 
Board of Supervisors, December 1980 



HONORS Resolution of Commendation, California State Legislature, 
January 1981 

Numerous Certificates of Appreciation from Law Enforcement 
and Community Corrections agencies 

Listed in: ·who's Who of American Women; Who ''s toJho in Public 
Health; Who's Who in Education; The World's Who's 
Who of Women; Community Leaders and Noteworthy 
Americans; Dictionary of International Biography 

• 
PRIOR POSITIONS 

1973-75 

1970-73 

1968-70 

1966-68 

1966 

Co-Director, Center for Institutional Change, California State 
University, San Francisco Supervised students in community 
corrections and mental health agencies. 

Director, Personal Exploration Groups {PEG); Stiles Hall, 
Berkeley~ Project Director, Talent in Interpersonal Explora­
tions {TIE Project). National Institute of Mental Health 
(Applied Research), Berkeley. Supervised 150 interpersonal 
exploration groups per year. Designed, implemented and 

·evaluated training in group facilities and communication 
skills for paraprofessional group facilitators. 

Director, Group Program, Berke-ley Institute for Training in 
Group Therapy and Psychodrama; Berkeley Center for Human 
Interaction, Berkeley; (Moren~ Accredited) 

Deputy Director and Treatment Supervisor,· Social Problems 
Unit, Outpatient Clinic; Schools of Criminology .and Law, 
University of California, Berkeley Along with Drs. Diamond 
and Korn, planned and administered this experimental treat­
ment program for deviants considered unamenable to 
traditional modes of treatment. Also supervised graduate 
student psychotherapy interns. 

Correctional Treatment Specialist at Lorton Prison Youth 
Center, Washington, D.Ca Conducted individual counseling 
sessions; developed research program employing inm'ates; 
conducted one therapy group. 

• 

CONSULTING 

1981 

1980 

Note: 

A. CRIMINAL JUSTICE: TRAINING AND SERVICE DELIVERY 

Training Instructor, Contra Costa County Probation Dept., 
Juvenile Prostitution. 

Consultant, New York Police Dept., Juvenile Prostitution. 

- 2 - • A long list of accomplishments followed including consulting; planning and evalua­

tion; community mental health, communications and organizational development; 

teaching experience; clinical training; and selected presentations and publications.· 
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' ALICE A. LYTLE 

Biographical Information 

Alice A. Lytle is currently Secretary of the State and Consumer 
Services Agency, which has been described as the "congl!omerate" of state 
government. Governor Brown elevated Hs. Lytle to this post in April 1979. 

The Agency exercises ge~eral.supervision over, and is directly respon­
sible to the Governor for, the operations of the Departments of Fair Employ­
ment and Housing, Consumer Affairs, General Services, and Veterans Affairs, 
as well as the Office of the State Fire }~rshal, the Franchise Tax Board, 
the State Personnel Bo~rd, the Public Employees' Retirement System, the 
State Teachers' Retirement System, the Building Standards Commission, the 
Museum of Science and Industry, and the California Public Broadcasting 
Commission. Further,. the Secretary. of the Agency is responsible for 
administering the Intergoverrim.e.ntal rersorlnel Act C:.:ant· Program. e..nd the 
Governor's Safety and Rehabilitation Program. The total annual program 
budget for the Agency and its departments exceeds $813 million dollars. 

As Agency Secretary, Ms. Lytle is a member of the Governor's cabinet 
llhere she advises and assists in establishing major policy and program 
positions for the various units within the Agency as \·Tell as for state 
government in general. 

Prior to assuming the post of Secretary, Ns. Lytle «as Chief of .the 
Division of Fair Employment Practices, a position to which she \·las appointed 
in June 1977, after serving since April 1975 as deputy lezal affairs secre­
tary to Governor Edmund G. Brmm, Jr. 

As Chief of the Division of Fair Employment Practices, a bifurcated 
agency within the Department of Industrial Relations vhich receives, inves~ 
tigates and attempts conciliation of complaints alleging discrimination 
in employment, housing and public accommodations, Hs. Lytle exercised 
overall control of budget, personnel matters and legislative activities 
as well as managing the work of approximately 200 vorkers in ten offices 
located throughout the state. 

Before joining the Governor's staff she lias a rural hous:ir:.g specialist 
Hith the National Housing and Economic De:velopmE~nt Lat·l Project in Berkeley 
and also taught in the Ne" California College School of Vm, San Francisco. 
Earlier~ ·she was a medical research technician for several years. 

·A native of Netv Jersey and a gradu.:ttc of Hunter Colleg2 in Nctv York, 
she received her lav degree .from Hnst:lner; College of Lau in So.n Francisco 
in 1973, 

l·ls. l.ytlc is a mcn1bt'~r of the Chaclc::; Houston I.iar /l.::;~;oci.:lt:ion as t·/ 1~11 

a~; the Ar.H.~r:i.c:an vnd Na r:ional Bru: As~ncJn tion.<.; . 
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President 
Al LOUST ALOT 
Kern County 
P. 0. Box 2208 
Baker.> field, CA 93301 

805-327-3392 

1st Vice President 
RICHARD PACILEO 
ElDorado County 
300 Fair Lane Drive 
Placerville, CA 95667 
916-626-2211 

2nd Vice President 
ROY WHITEAKER 
Sutter County 
P. 0. Box 1555 

Yuba City, CA 95991 
916-673~"1253 

Sergeant-At-Arms 
LYN,\1 WOOD 
Stanislaus County 

-

mBSB 
sto, CA 95JSJ 

26-fi456 

Secretary 

Al HOWENSTEIN 
Marin County 
Civic Center 
Hall of Justice 
San Rafael, CA 94903 
415-199-7250 

Treasurer 
BRAD GATES 
Orange County 
P.O. Bo~ 4151 
Santa Ana, CA 92702 
17-1-834-3012 
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ainlifnruin ~tntr · §hrriffn~ i\_annriuttnn . . 

Organiz,ltion Foundt>d bv the Sheriffs in 1894 

June 26, 1981 

Nathaniel Trives, Chairman 
Commission on Police Officer 
Standards and Training 

7100 Bowling Drive Suite 250 
Sacramento, CA 95823 

RE: POST Advisory Commission 

Dear Chairman T rives: 

With the recent appointment of Sheriff Richard Pacileo of 
ElDorado County to the POST Commission, the California 
State Sheriffs' Association would like to nominate a replacement 
for the position he held on the Advisory Committee. 

At the May meeting of the California State Sheriffs' Executive 
Board, Sheriff Bernard J. Clark of Riverside was nominated 
as Sheriff Pacileo's replacement. Sheriff Clark's address is 
P. 0. Box 512, Riverside, CA 92502. Sheriff Clark has been 
deeply involved in training and has the expertise that would 
certainly be an asset to the Advisory Commission. 

We thank you for your attention to this request and would 
appreciate a response at your convenience. 

Very truly yours, 

RICHARD PACILEO, PRESIDENT 

A~?~ 
Krlrofffs"fein 
Secretary 
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STATUS OF PENDING LEGISLATION OF INTEREST TO POST 

ACTIVE * 

Bill/ Author Subject 

SB 201 D.A. Investigators: POST reimbursement 
(Richardson) 

SB 210 Marshals: POST reimbursement 
(Presley) POST Fund: Increase Revenue 

SB 588 
(Rains) 

Child Abuse: Investigative Procedures 
and Training 

AB 674 Arson Investigators: POST reimbursement 
(Katz) 

SB 751 School District Police: POST Reimbursement 
(Doolittle)' 

AB 1169 
(Martinez) 

AB 2078 
(Nolan) 

Firearms Training: Public 

Reserves: level I Training Standards 

AB 2172 Private Patrol: Training 
(Vasconcellos) 

Commission Position 

Neutral 

Support 

tleutral 

Oppose 

Oppose 

Neutral 

Support 

*Active means the Conmission has or may take an official position. 

Rev. 7/01/81 

0007/02 

Status 

In Senate 

In Senate 

In Senate 

In Assembly 

In Senate 

In Assembly 

ln Asss-ml>ly 

In Assembly 



r .. BILL ANALYSIS 

Patrol: Training 

Genera I 

Assembly Bi I I 2172 would: 

Department 

COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING 
1100 Bowling Drive, Sacramento, CA 95823 

4-16-81 

1. Require certain private pol ice personnel to satisfactorily complete a course of 
instruction -in the exercise of the powers to arrest approved by the Commission on 
Peace Officer Standards and Training (POST). 

2. Require the Department of Justice, in cooperation with POST, to develop standards 
for this course. 

3. Allow the Department of Justice to adopt regulations r.egarding the standards for 
the approval of such course and the facilities at which they are held. 

4. Require the Department of Justice to issue a certification of training to persons 
who successfully complete the approved course. 

5. Prohibit issuance of reg i strat i.on cards -to emp I oyees of a private patro I opera-tor 
unti I proper certification of training is made. 

6. AI low employees of licensees to work with a temporary certification which indicates 
completion of the required training and application for registration. 

7. Require POST to set standards for a course in the carrying and use of firearms and 
a course in the exercise of the powers to arrest, either or both to be attended by 
.certain private pol ice personnel (separate section of law from #2 above). 

Analysis· 

The proponents of this legislation are of the opinion that current. training standards 
for most private pol ice personnel are inadequate and responsibi I ity for this training 
should be transferred from the Department of Consumer Affairs to the Department of 
Justice and the Commission on Peace Officer Standards and Training (POST). 

It has been estimated that there are presently between 80,000 and 100,000 private 
security personnel in the State of California who might be affected by this legislation. 
There is current I y about a· 300% annua I turnover rate among .these emp I oyees, Vlh i ch 
greatly magnifies the training problem. The present training standard for non-VIeapon 
carrying personnel is 8 hours of general instruc-tion. If the person is to carry a 
firearm, they must comp.lete the entire 40-hour course in the powers of arrest and the 
use of a firearm, prescribed by Penal Code Section 832. They must undergo additional 



AB 2172 2 

-\ training in baton use and tear gas use if they are ut(lizing this equipment . 

Although there is obviously a need for upgrading the training standards and 
registration process for private pol ice personnel, it does not appear that the 
approach used in this bi I I wi I I resolve the problem. Several questions arise 

• 
as to the appropriateness of one training course for all _private pol ice employees 
Ctwo, if they carry firearms), the need for the Department of Justice and POST to 
become involved in this process, and the confusion about who is actually responsible 
tor setting the training standards. The matter of fee and fee collection may also 
be a problem, should the bill succeed. 

It would seem that the entire issue of private pol ice standards (selection, training, 
etc.) should be studied in some deta_i I, possibly by an interim committee or some other 
such group, before legislative action is taken. This would reduce the problems 
associated with addressing only one segment at a time, and would allow the Legislat~re 
to determine appropri.ate pol icy relating to this entire subject. 

Comment 

Because AB 2172 does not require any significant action on the part of POST, the 
Commission would be best served by not taking a position on the bi I I. A neutral 
position wi I I signify neither support nor opposition for this proposal, but wi I I 
allow the major participants to make their own decision as to whether the bi I I should, 
in fact, go forward in some form. 

Recommendation • Neutra I 
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CALIFORNIA LEGISLATURE-1981-<32 REGULAR SESSION 

ASSEMBLY BILL No. 2172 

Introduced by Assemblyman Vasconcellos 

April 16, 1981 

An act to amend Section 7514.2 of, and to repeal and add 
Section 7514.1 of, the Business and Professions Code, relating 
to private patrol service. 

LEGISLATIVE COUNSEL'S DIGEST 

AB 2172, as introduced, Vasconcellos. Private patrol 
service: training courses. 

Existing law provides that every employee of a person 
licensed under the Private Investigator Act, which includes, 
but is not limited to, a private investigator, a private patrol 
operator, an insurance adjuster, a repossessor, an alarm 
company operator, and an armored contract carrier, who 
performs guard or private patrol service shall complete a 
course in exercising the power to arrest. The Department of 
Consumer Affairs is authorized to approve any person or 
school to teach the course in the exercise of the power to 
arrest. The course of training is required to cover specified 
topics and the department is required to make available a 
guide book as a standard for teaching the course. 

This bill would provide, instead, that a person applying for 
a license as a private investigator, a private patrol operator, 
or a uniformed patrol person of a private patrol operator shall 
satisfactorily complete a course of instruction in the exercise 
of the power to arrest, approved by the Commission on Peace 
Officer Standards and Training. The Department of Justice, 
in cooperation with the Commission on Peace Officer 
Standards and Training, would be required to develop 
standards for a course of instruction in the exercise of the 
power to arrest. In addition, the Department ofJustice would 

99 40 
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be authorized to adopt and promulgate such regulations as 
are necessary to insure the proper presentation of the course, 
and would be required to issue a certificate of completion for 
a fee, as specified, to any person who successfully completes 

· a course of instruction in the exercise of the power to arrest, 
as specified. 

Existing law provides that every private investigator, 
private patrol operator, alarm company operator, alarm agent 
employed by an alarm company operator, and any person 
employed and compensated by a private patrol operator, 
other lawful business or public agency as a security guard or 
patrol person, and who in the course of such employment or 
business carries a deadly weapon, shall complete a course of 
training in the exercise of the powers to arrest and a course 
of training in the carrying and use of firearms. These courses 
are required to meet standards which shall be prescribed by 
the Department of Consumer Affairs. 

This bill would require instead that the. courses meet 
standards which shall be prescribed by the Commission on 
Peace Officer Standards and Training. 

Vote: majority. Appropriation: no. Fiscal committee: yes. 
State-mandated local program: no. 

The people of the State of California do enact as foUows: 

1 SECTION 1. Section 7514.1 of the Business and 
2 Professions Code is repealed. 
3 'f61U -fttt !';•,·err eH!)3leyee ef a lieeasee wlte 
4 f3Ct=ferffts gHarEl er f3Pivate f)ah·el seFYiee shall eefftelete 
5 ft €6HFSC ffi CJtCFCiSiflg M:te fJ6V/Cf' fft ft:f'f'CSt. 
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6 . fl:tt +he ee~:trse ef traiaiag ift Mte elfereise ef tfte )3f:lwer 
7 te arrest HiltY ee aaH!iRisterea, testea ftRtl eertifiea ey ftRY 
8 lieeRsea J3ri ··ate )3atrel SJ3erater. +he DeJ3artH!eRt ef • • 
9 CeBSl:lffiCf' Afffi.i:Ys HiltY 8:fJfJl'SVe ftftf flCFSSft er sefteel ffi 

10 fetleft H=te €8HJ'SC ffi tfte CXCfeise ef tfte fl8V/Cf' fa tif'PCSt. 

11 +he e9l:tf'Se et trftiRiRg shall Be a)3)3f'9lfifftately tw6 ftettrs 
12 ift leRgt:lt ftRtl eeYeF Mte fellewiag te)3ies. 
13 ~ RCSf)6ftSil3ilities, etfiies ift eiti!ZCfl tif'f'CSt. 
14 ~ RelatieRs:lti)3 't¥it:lt tfte J3l:t~lie )3eliee ift Mrest. 
15 ~ LiH!ita~ieRs ett see~:tri~y g~:tara )39wer te arrest. • _ • 
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1 -f4t RestFietieHs 6ft seareftes ttftti seizHres. 
2 ~ CFiffiiRttl !tfttl effillittllilities. 
3 fAt PeFseRal liaeilitr. 
4 -fB1- gffi~ieyer liaeilit,·. 
5 :J:fle ee~!tFt'ffieRt sflaH Ht!tlte !t¥!tiltte!e !t gHiBe Beeit !tS 

6 a staaela:r8 fat; teaefliag Mffi eeHFSe ea exeFeisiHg .tfte 
7 f36\VCf; :6 8FfCSt. 

8 
9 

10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 

-fer Ne em~leyee ef a ~Fivate ~!ttFel e~eFtttef will I:Je 
issHeEl a FegistfaHea eftfti tttHH I3FBI3CF eerttfieat:ieH Mtat 
tftis ee~:~rse ft!tS 6eett ta~:~gftt !tfttl tfte e'!R~leyee 's 
eerBf.ieatieH tft8:f ffte iHstYHetieH we:s FeeeiveS fttts 6eett 
fR!ttle ~ tfte ee~!tftHleRt. 

-t4)- Att effi~ieyee ef a lieeRsee fR!t)' I:Je assigRer:l ~ 
weflt 6ft a tefftJ3BPaFy eertifieatieH iHelieatiHg eBfftfJletieH 
ef ffte €91:ifSC 6ft CJfCFeise ef J.39'NCFS te flfFCSt ftfTEi 
B:J;lfllieatieB fat; regist-Patiaa tttHH issaeS a pegistFat:ieH eftfti 
et' eeRiee FegiStf!tti6R ey ·tfte ee~!tFt'ffieRt. 

SEC. 2. Section 7514.1 is added to the Business and 
Professions Code, to read: 

7514.1. (a) Notwithstanding any other provision of 
law, a person applying for a license as a private 
investigator, a private patrol operator, or a uniformed 
patrol person of a private patrol operator shall 
satisfactorily complete a course of instruction in -the 
exercise of the power to arrest, approved by the 
Commission on Peace Officer Standards and Training. 

(b) The Department of Justice, in cooperation with 
the Commission on Peace Officer Standards and 
Training, shall develop standards for a course of 
instruction in the exercise of the power to arrest. The 
course shall include, but not be limited to, the following 
topics: 

( 1) Responsibilities, ethics in citizen arrest. 
(2) Relationship with the public police in arrest. 
(3) Limitations on security guard power to arrest. 
( 4) Restrictions on searches and seizures. 
( 5) Criminal and civil liabilities. 
(A) Personal liability. 
(B) Employer liability. 
(c) The Department of Justice may adopt and 

99 90 
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1 promulgate such regulations concerning standards .for 
2 the approval of courses and the facilities at which they. are 
3 held as are necessary to insure the proper presentation of 
4 the courses. 
5 (d) Any person who successfully completes a course of 
6 instruction in the exercise of the power to arrest which 
7 has been approved by the Department of Justice and 
8 which has been held at a facility approved by the 
9 Department of Justice shall be entitled to receive a 

10 certificate of completion issued by the Department of 
11 Justice. A fee shall be charged by the Department of 
12 Justice for the certificate, the amount of which shall be no 
13 more than is necessary to reimburse the Department of 
14 Justice for the costs of approving courses and facilities, 
15 maintaining control of the quality of courses, and issuing 
16 certificates of completion. The Department of Justice 
17 may provide by regulation the manner in which the fee 
18 shall be collected and paid. 
19 (e) No employee of a private patrol operator shall be 
20 issued a registration card until proper certification that 
21 this course has been taught and the employee's 
22 certification that the instruction was received has been 
23 made to the department. 
24 (f) An employee of a licensee may be assigned to work 
25 on a temporary certification indicating completion of the 
26 course on exercise of powers. to arrest and application for 
27 registration until issued a registration card or denied 
28 registration by the department. 
29 SEC. 3. Section 7514.2 of the Business and Professions 
30 Code is amended to read: 
31 · 7514.2. (a) Every private investigator, private patrol 
32 operator, alarm company operator, alarm agent 
33 employed by an alarm company operator, and any person 
34 employed and compensated by a private patrol operator, 
35 other lawful business or public agency as a security guard 
36 or patrolperson, and who in the course of such 
37 employment or business carries a deadly weapon, shall 
38 complete a course of training in the exercise of the 
39 powers to arrest and a course of training in the carrying 
40 and use of firearms. This subdivision shall not apply to 

99 120 

1 • 
• 

• 
I 

• 
• 

h: • 
• 

• 
I 

• 
• 

-5- AB 2172 

1 armored vehicle guards hired prior to January 1, 1977. 
2 Armored vehicle guards hired on or after January 1, 1977, 
3 shall complete a course of training in the carrying and use 
4 of firearms, but shall not be required to complete a course 
5 of training in the exercise of the powers to arrest. The 
6 course of training in the carrying and use of firearms shall 
7 not be required of any employee who is not required or 
8 permitted by a licensee to carry or use firearms. The 
9 course in the carrying and use of firearms and the course 

10 of training in the exercise of the. powers to arrest shall 
11 meet the standards which shall be prescribed by the 
12 De~MhHeHt ef CeHSttffl:el' ,".ffftffs Commission on Peace 
13 Ollicer Standards and Training. l'fte ee~aFtffl:eHt sftttH 
14 eHeettFage Fesft>aittt ftfi:Ei· eatttieH iH l:fte ttSe ef fiPeMffl:s. 
15 (b) No uniformed employee of a licensee shall carry or 
16 use any firearm unless such employee has in his or her 
17 possession a valid firearm qualification card. 

0 

• 
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. STATUS OF PENDING LEGISLATION OF INTEREST TO POST 

INFORMATIONAl * 

Bill/Author Subject Comments Status 

AB 54 
(Fil ante) 

Regulatory Agency: Abolition In Assembly 

SB 111 Assessment Fund: 
(Alquist) 

Amendments (same as AB 251) In Senate 

SB 132 Peace Officer: Tear Gas In Senate 
(Presley) Possession 

AB 189 
(Cortese) 

Penalty Assessment: Court Construction In Assembly 

AB 251 Assessment Fund: Amendments (same as 59 111) In Assembly 
(Vas conce 11 os) 

AB 253 Peace Officers Powers: Off duty In Assembly 
(Alatorre) 

AB 359 State Police: Enhanced Powers In Assembly 

• (Pap an) 

SB 375 Driver Training: Continuation (same as AB 651) In Senate 
(Dills) of Program 

SB 382 Peace Officers: Selection Standards In Senate 
(Presley) 

SB 412 Custodial Officers: Training In Senate 
(Johnson) 

AB 427 Penalty Assessment: Sunset Date Change In Assembly 
(Leonard) 

SB 455 Employee Records: Availability In Senate 
(Johnson) 

AB 513 Reserve: Training Requirements In Assembly 
(Stirling) 

AB 574 California Specialized Training In Assembly 
(Hart) Institute: Enabling legislation 

SB 640 Driver Training: Increased A 11 o•nance In Senate 
(Davis) 

AB 651 Driver Training: Continuation (same as SB 375) In Assembly 
(Young) 

AB 698 Penalty Assessment: Increase In Assembly 1,. (Thurman) 

AB 832 Assessment Fund: Amendment In Assemble 
(Watson) 

AB 975 Regulatory Agency: Abolition In Assembly 
(Bergeson) 
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STATUS OF PENDING LEGISLATION OF INTEREST TO POST 

Bill/Author 

AB 1053 
(McAlister) 

AB 1131 
(Bates) 

SB 1246 
(Montoya) 

AB 1297 
(LeviM) 

INFORM/.\ TIONAL * 

Subject 

Juvenile Offenses: Penalty Increase 

.Peace Officer: Prohibited Employment 

Driver Training: Continuation 

Correctional POST: Continuation 

AB 1304 and 1306 Fines: Increase 
(Moore) · 

AB 1790 
(Moore) 

Penalty Assessment: Technical Amendments 

Coovnents 

*Informational means the Commission will take no official position. 

Rev. 7/01/81 
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Status 

In Assembly 

In Assembly 

In Senate 

In Assembly 

In Assembly 

In Assembly 
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U.S. Department of Justice 

Attorney General's Task Force on Violent Crime 

Mr. Nathaniel Trives 
Chairman 
Commission on Peace Officer 

Standards and Training 
7100 Bowling Drive 
Suite 250 
Sacramento, California 95823 

Dear Mr. Trives: 

Washington, D.C. 20530 

June 3, 1981 

Griffin B. Bell 
Co-Chairman 

James R. Thompson 
Co-Chairman 

David L. Armstrong 
Frank G. Carrington 

(._. Robert L. Edwards 
;E Witl9m L. Hart 
_ WU~r F. Littlefield 
- Jant.~ Q. Wilwn 

(JJ 

a:JefftO.y Harris 
~ecu tive Director 

~ 0 
P'" 

z 
:::;:: 'U 

J 0 

= if) 
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Your correspondence to President Reagan has been referred to 
me for reply. 

Your views and suggestions with regard to standards and train­
ing to assist law enforcement are very much appreciated. As you 
know, the Attorney General considers v.iolent crime to be a matter 
of great national concern, and he has created the Task Force on 
Violent Crime to advise him as to what the Federal Government's , 
role should be in combating this problem. 

In this regard, the Attorney General has directed the Task 
Force to report its recommendations to him expeditiously and in 
two phases. The first phase will focus on what the Federal 
Government can do within the present statutory and funding 
framework. The second phase will focus on reco~endations for 
necessary and appropriate changes in Federal laws, funding levels 
and allocation of resources which would increase the coordinated 
Federal-state~local fight against violent crime. 

I certainly would be pleased to receive any information or 
suggestions you care to submit. It >vould greatly assist the Task 
Force if you would take time to send us your thoughts and recom­
mendations in writing. Please be assured that your corrnnents will 
be considered by the Attorney General's Task Force on Violent 
Crime. · 

Very truly yours, 

rris 
Director 
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January 26. 1981 

The President of the United States 
The White House 
Washington, D. C. 20500 

·Dear President Reagan: 

The POST Commission would .like to take this opportunity'to 
offer our congratulations on your inauguration as President 
of the United States. 

You and key members of your staff. including Ed Meese. ill, 
and Herb Ellingwood, have been very closely involved with and. 
supportlve of the POST program in California and share our 
concern for the continued development and improvement of 
local law enforcement through state training and standards 

. commissions •. 

Our Commission also shares citizen concern over the rising 
crime rate and the increasing violence in our society. Because 
the fear of· crime endangers American society and form o£ 
government. there is a critical need to restore the peoples' 
'confidence in the criminal justice process •. This concern 
invokes the need for cooperation between the federal and state 
governments. 

Our Commission would be pleased to meet with members of 
your staff to di~tcuss methodologies. programs or strategies 
concerning standards and training that will assist law enforce­
ment in its quest for crime problem solutions. We believe our 
present and past expertise in these areas will be of value. 

We offer our wholehearted support to you in your service to 
our Country in the important yearB ahead. 

Our warmest regards to you and your family. 

S inca re 1 y • 

NATHANIEL TRIVES 
Chairman 

BWK:NCB:ik 
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