






























































































































































































































































ATTACIMENT C

. STATES WITH REQUIRED IN-SERVICE TRAINING
{Advanced Officer)

*

State Hours ~ : Frequency/Years
1. Kansas 40 - 1
2. Kentucky 40 1
3. Utah 40 1
4. Tennessee 40 1
5. North Dakota ‘48 3
6. Virginia 40 V4
7. Minnesota 43 3
8. Connecticut 40 3
. 9. Vermont 25 1
16. South Carolina 24 1
11. Nebraska (sheriffs only) 20 1
12. Georgia (sheriffs only) 20 1
13, Maryland 7.5 1
14, Arizona 24 3
15. West Virginia 24 (must take 8hrs/yr) 3
16. California 20 4
Average 31.9 1.875%

* Listed in rank order considering hours end frequency

. Texas has passed authority to implement N.O. training, no time
estimate as yet




ATTACHMENT D

ADVANCED OFFICER TRAINING REQUIREMENT
Howard Johnsons, Sacramento
July 19-20, 1984 Meeting

ATTENDEE ROSTER

Lieutenant Jim Spreine

Laguna Beach Police Department
505 Forest Avenue

Laguna Beach, CA 92651

(714) 497-3311

Stan Friedman, Director

CAPTO President

California State University
at Northridge

18111 Nordhoff Street

Northridge, CA 91330

(818) 885-2154

Loren Duchesne
Chief Investigator
Orange County District
. Attorney's Office

P. 0. Box 808
Santa Ana, CA 92702
(714) 834-3621

Sergeant Patty Allen

Los Angeles County Sheriff's Academy
11515 South Colima Road

Whittier, CA 90604

- {213) 545-8511, ext. 7148

Lieutenant Joa Bramn

Santa Ana Police Department
P. 0. Box 1981 .

Santa Ana, CA 92701

(714) 834-4208

Sergeant Chariey Johnson

Concord Police Department
Parkside Drive & Willow Pass Road
Concord, CA 94519

(415) 671-3336

Officer Robert Berriman
California Highway Patrol
3500 Reed Avenue

Bryte, CA 95605

(916} 372-5620

Lieutenant Dan Hoppe

Mountain View Police Department
1000 Villa Street

Mountain View, CA 94041

{415} 966-6344

59480 /01
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Kelson McDaniel

Chief of Police

Los Alamitos Police Department
3201 Katella Avenue

Los Alamitos, CA 90720

(213) 598-3412

Gerald Galvin

- Chief of Pdlice

1033 Fifth Street
Clovis, CA 93612
(209) 299-2126

Captain Bob Moody

Costa Mesa Police Department
99 Fair Drive

Costa Mesa, CA 92626

{714) 754-53%4

Lieutenant Bob Blankenship
Redding Police Department
1313 Catifornia Street
kedding, CA G6001

(916) 241-1212

Andrew Sarcinelia

PORAC Representative

P, 0. Box 351

Auburn, CA 95603

(916) 823-4321, ext. 58

Chief Ron Lowenberg

California Police Chiefs Association
¢/o Cypress Police Department

5275 Orange Avenue

Cypress, CA 90630

(714) 828-9390

Sheriff John Zunino

State Sheriffs' Association

San Joaquin County Sheriff's Department
222 E. Veber Avenue

Stockton CA 95202

(209} 944-2512

Sergeant Dennis McKenzie
San Jose Police Department
201 West Mission

San Jose, CA 95110

(408) 277-4345

Captain David Gott

Sunnyvale Department of Public Safety
G50 W, 0live Street

Sunnyvale, CA 94088
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. ATTACHMENT E
Commission on Peace Officer Standards and Training

POST SPECIAL SEMINAR--ADVANCED OFFICFR TRAINING REQUIREMENT
Sacramento, California, July 19-20, 1334

Summary of Recommendations*

Length and Frequency of Requirement

1.

The advanced officer training requirement should be increased to 24
hours annually, to be effective July 1986. POST should review the
requirenent again by 1990 to determine if it should be increased to
meet Taw enforcement training needs. POST should continue to provide
reimbursement for up to 40 hours of A0 training for each officer,
POST's A0 training requirement should note that it does not include
legislatively mandated training nor non-POST-certified departmental
training. '

Alternatives for Satisfying the Requirement

2.

Advanced

The Advanced Officer Course or an accumulation of 24 hours or more of
POST-certified Technical Courses should be alternatives for satisfy-
ing the A0 training requirement. The “alternative method of compli-
ance” (inhouse, non-POST-certified training) should be eliminatad as
an alternative.

POST should recognize an accumulation of any POST-certified Technical
Course of six fiours or more. Comnission Procedure D-6 relating to
Tecninical Courses siould be amandad to specify that the minimum
Tength is six hours.,

Officer Course

5.

-t —

The present 20-hour minimum Tength of the AC Course should be
increased to 24 hotirs and wmay be presented in modules of not less
than six hours. The minimum time for completing the AD Course should:
be extended from 12 weeks to one year. POST should reimburse for
officers partially attending the course who terminate employment or
otierwise are justifiably unable to complete the course.

The content of the AQ Course should remain flexible as currently
prescribed in Commission Procedure D-2, except that the 1ist of
recommended subjects should be expanded to include "High Liability-
Causing Subjects.”

- - My ML st 1o

*These Committee recommendations are wmade to POST staff and will bHe more

completely reported as part of the meeting minutes, These recommenda-
tions will be evaluated by staff and shall be taken into consideration in

developing the report to be submitted to the Commission at the October
meeting.




Advanced

Officer Course {(Continued)

7.

POST should require testing in the AU Course.

STC (Board of Corrections) Training

8.

No position.

Applicability to Other Peace Officer Ranks/Reserves

9-

10.

Title of

A1l first-line supervisors should be subject to the AD training
requirement, and any supervisory or management training course may
additionally qualify for satisfying the requirement. POST should
recommend the training requirement for all ranks. The need to extend
this requirement to other ranks should be evaluated by 1990,

POST should study the problem of Level I reserve officers not being
required to complete the A0 training requirement.

AO Training Réquirement

1.

62953

POST should retitie the A0 training requirement to "Continuing
Professional Training."




ATTACHMENT F

Commission on Pezce Officer Standarde and Trainin

AVERAGE HOURS OF TRAINING
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REGULATIONS

ATTACHMENT G

*Revised: dJanuary 26, 1984 January 1, 1985

. 1005. Minimum Standards for Training (continued)

(d) Advanced Officer Course Continuing Professional Training (Required)

(1}

* (2}

(3)

(4)

Every peace officer below the rank of first-level -supervisory
middie management position as defined in Section 1001 (k) (o}
shall sat1sgactor11y complete the Advanced Officer Course of 26~
24 or more hours at least once every feur two years after
‘completion of the Basic Course,

_The above requirement may be met by satisfactory completion of

any an accumulation of certified Technical Courses of 2624 or
more hours, or satisfactory completion of the alternative method
of compliance as determined by the Commission. In addition to
the above methods of comp11ance, supervisors may aliso satisfy

the requirement by compiefing Supervisory or Management Tr51n1ng
Courses.

Every reqular officer, regardless of rank, may attend a certi-
fied Advanced Officer Course and the jurisdiction may be
reimbursed.

Requirements for the Advanced Gf¥ficer Course are set forth in
the POST Administrative Manual, Section D-2, (adopted effective
April 15, 1582), herein incorporated by reference,




ATTACHMENT H

COMMISSION PROCEDURE D-2
Revised: January 1, 1881

Procedure D-2? was incorporated by reference into Commission Regulation 1005 on
April 15, 1982. A public hearing is required prior to revision of this
directive,

ADVANCED OFFICER COURSE

Purpose

2-1. Specification of Advanced Officer Course: This Commission procedure
implements that portion of the Minimum Standards for Training established in
Section 1005(d) of the Regulations for Advanced Cfficer Training.

Course Objective

2-2. Advanced Officer Course Objectives: The Advanced Officer Course is
designed to provide updating and refresher training at the operations level.
It is not to be used to present single-subject presentations. Since these are
designed %o train personnel in a specific subject area, single subjects are
more properly addressed in POST-certified Technical Courses. Flexibility is
to be permitted in course content and manner of course offering in order to
meet changing conditions and local needs.

The Advanced Officer Course shall not be used to circumvent Comnission-imposed
Yimitations of funding Tor specific training.

Course Content

2-3. Advanced Officer Course Content:
The Commission rzcommands fhe 1ollowing tonics be considerad, but not
reguived, as oart of tha Advanced O0fficer Coursa:

HNew Laws

Recent Court Decisions and/or Search and Seizure Refresher

Officer Survival Techniques

Hew Concepts, Procedures, Technology

Discretionary Decision Maiking (Practical Field Problems)

Civil Liabiiity Causing
The course may contain other currently needed subject matter such as, the
topical arcas of the Basic Course, Commission Procedure D-1. It is suggested
elective subjects address current and Tocal problems or needs of a general,
rather than a specific, nature. :

2-4. Presentation and FUPP1LQ1QQ~QP iqn:  Curriculum design and the manner in
wnich the Advanced Officer Course is proposed to be presented may be developed
by the advisory committee of cach agency certified to present the Advanced

Officer Course and shall be presented to the Commission for approval.

2-5. Minimum Hours: The Advanced Officer Course shall consist of time blocks
of not Tess than twd hours each, recardless of subject matter, with an overall
minimun of ne less than 20 hours.

2-6, Student Testing: Students in cach Advanced Officer Course presentation

”haTT bo Legtnd on the courso content.




COMMISSION PROCEDURE D-6
Revised: July 1, 1983

TECHNICAL COURSES

Purpose

6-1. Specifications for Technical Courses: This Commission procedure imple-

ments that portion of the Minimum Standards for Training established in
Section 1005(f) of the Regulations for Technical Training.

Content and Minimum Hours

6-2. Technical Courses Subjects and Minimum Hours: Technical Courses may
vary in jength (minimum 6 hours) and subject matiar and are designed to
satisfy local necds in specialized subjects or wiere additional expertise is
required.  Subjects may include, but are not 1imited to, evidence gathering
and processing, narcetics, law enforcament prageduves, data processing and
information systems, rict control, jail opzrations, criminal invastigation,
crime prevention, community relations, and others. The langth of these
courses For which reimbursenent may he granted shall be determined by the
Comaission.

£~3. dJdeb Specific Training: Job spscific training courses are technical
courses and are defined as courses of instruction which teach the basic skills
required to perform peace cofficer or non-peace officer jobs in law enforcement
agencies. Training courses excluded by this dafinition are advanced technical
courses and those courses which teach only a singie skill or technique, unless:
it involves the entire job of an individual.

6-4. POST Prescribed Curricula: For selected technical coursas, POST
specifies the course curricuta. Certified presenters of such courses shall
use the couvse curriculum spacified by POST, 1In order to meet Tocal aceds,
flexibility in curriculun may be authorized with prior POST approval at least
30 days in advance of course presentation., Copies of the POST specifiad

curricula for individual courses are available upon request from POST.

6370B 10/1/84
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ATTACHMENT

Commission on Peace Officer Standards and Training

AVERAGE HOURS OF TRAININC PER YEAR PLR SUPERVISOR
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ATTACHMENT J
Advanced Officer Course Conient

ACADERY OF JUSTICE/RIVERSICE COCLFGE

ALLAN HANCOCK COLLEGE

BUTIE CENTER , X

CALTF O IA HIGHJAY PATROL |

CHARDOT COLLEGE ) ) TR

THAFFEY COLLEGE T

FORESTRY, LEPARTMENT OF r X

GAVILAL COLLEGE %

DAPERIAL VALLEY COLLEGE ! X X X

K RN L0, PEACE OFF, ACRDENY X Y| X X X

LONG BEACH POLTEE DEPT. ¥ X X X X [ X

LOS AMBELES CO. SHERIFF'S DEPT, ¥, : X X

LOS ANGELES POLICE DEPT. X X X X X X

LOS MEDANOS COLLEGE X X X X X

MODESTOQ CRIM. JUSTICE TRNG. CENTER X X X X X X i

NAPA TOLLECE X X X X X X X 20-40%

OAKEAND POLICE DEPT, be X | x X X | X | 20-37*

DRANEE COUNTY SHERIFF'S DEPT. X X | ¥ X X 40 or t20*

PALO SLTO BOLISE DEPY. X% be X X X | 20-40*%

_PARES & REGEEATION, DEPT. OF X x [ X X ¥ X X X_ | P0-80*
WGhS CEHTER X X % | X ¥Ry rp-an*

RIG MOUDO COLLEGE % X 1% L 20-40%

SACRAMENTO CEMTER X | X X X v X | X [ 20-40%

SECRPACHTO COUNTY SHERIFE'S BEPT, | PX X X X ; X | 20-40%
'ERALE COILEGE A__X . | ¥ ‘_m___ X X X X L ¥ b1 20-40*
BERMARD NG COUTSHERTFY "STLERT. T EER XU ' 20-a0*

SAT DIESD CO. L.E. T8NG. CENTER [ J X X X X © L x| 20-40%

SHFRAJCISCO CD. SHERIFF'S DEPT, ; i oY b X | : ; 4| X 20-40%

:'.1 FRRICiSCO POLICE DEFT, Pox L GO XX XX | [ S O I S R A

SN JOANHTHN DELTA COLLEGE d I e PX X by ix _bonaans

'Qm prIROTCoLTE T T T T T T AT T 1 TS D A S T X ORI

SAYTA CLARA VALLEY COTC LX i X | | X | z0-40%

SAUTA ROSA COUTER \ % % X X i | x| 20-40%

SHASTA COLLEGE i ¥ l X X l 1 20-40%

SOUTHERH PACIFIC RAILROAD PG L ox | R w1 X x b _Lz-age

STATE CENTER/FRESWO 1Y COULERR \ l | X X | X X IR EERE: 2G-40%

STGCKTON FOLICE DEPT, | ¥ X X ' X X X | 20-4G

SUNKYVALE PUBLIC SAFETY DEPT, I | X X f X { 20-40*

TULARLE-KINGS CO. TRUG. ACADEMY l {Schedile not avaitable, content will dnnend on neads assnssment) 0~ 40*

LVDETURA €O POLICE/SHERIFE'S acaopwy | 1 DX 4 b d Ix Lx b L e

LAPD aiso has a 24 hour update and refresher training course for detoctives,
LASD has a 120 hour course for jail deputies being transferred te patrol.




Santa Maria Police Department e
(805) 928-3-781 " ‘

September 4, 1984 ' ' bt e -
Crpceme e o (0 BAST COOK STREET © SANTA MARIA, (mmmwmgu,;1 005-925-0951

Commission on Peace Officer Standdrds & Training -0

4949 Broadway _ -

P.0. Box 20145 - —
Sacramento, CA 95820-0145 tf
ATTENTION: Norman C. Boehm, Executive Director é;

Dear Mr. Boehm, U

I recently was made aware of the proposal for annual Advanced
Officer Training which is to be presented to the full Commission
at their October meeting. ‘hile I find the concept attractive
there are several areas of concern which I feel need to be
brought to your attention.

As a modestly sized department there is significant -ost to the
agency in replacing officers away at school, in administering a
greatly enlarged training program, and replacing funds expended
for training purpcses that have not been allowed for in our two
year budget which just went into effect in July of this year.
In addition to fiscal resources being effected there is a real
manpower resource problem when several officers may have to be
gone aL the same time for training.

Another area of concern is that with such an increase in the
number of officers being trained, large agencies will eat up
available P.0.S.T. funds rapidly thus decreasing salary reim-
bursement monies and further increasing the cost to smaller
agencies which cannot hold certified courses in-house as large
agencies are able to do.

The final area of concern to me is the availabllity of good
quality training programs. It has and will continue to be the
policy of this agency to gain maximum benefit for the depart-
ment from training opportunities. In line with this pollcy

we do not send our personnel to any available school just to
satisfy the AOT requirement, but seek out those quality programs
which give us the best value for the money spent. As it is now
the better programs are difficult to get into and a fourfold
increase in the number of officers to be trained will outstrip
available space thus decreasing the overall quality of training
and increasing the possibility of marginal courses becoming
certified.




September 4, 1984
Pg. 2

A

[l

In reviewing the positive and negative aspects of this proposal
1 have come to the conclusion that the nepatives outweigh the
potential gain from the change. As a result 1 must oppose this
change to POST Regulations and ask that these views be brought
to the attention of the Commnissioners.

Sincerely,

JOE CENTENO -
Chief of Police

/géiuf;/.fé;fgjgéﬁ\

David Stern

- Sergeant
Training

Approved /by:
tdr '???é£5ﬂ




STATE OF CALY ORMA
. -

GEORGE f)l UKMI Jif\N (JHW o

OF PABTMINT OF JUSTICE

COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

4040 HOADWAY

PO il ) 11145
Ny PHIG SGLB20.0145
F wE W FIGH

{96y 130 5304
BURLALS

Adirenisitriive Services
(914) 739 423b4

Comphance and Corhiicates

{916) 739-5377
Informaton Sérvices
{916) /39-5340
Management Counsuhng
{916) 322.3492
Standards and Evalualon
(916} J22-3492

Tramng Dolivery Servces
{916} 732.5394

Trarn: Program Services
{816) 739-5372

Course Centrol

{916} 739-53399
Professional Cerlificatles
(916) 739-5391
Rembursements

{916) 739-5367
Resource Library

(915) 739-5353

Center for Execulive
Development

{916) 739-5328

JOHN K. VAN DE KAMP, Attorney Cieetierid

Septemnber 24, 1984

Joseph Centeno
Chief of Police-

Santa Maria Police Department

110 E. Cook Street
Santa Maria, CA 93454

Dear Chief Centeno:

Thank you for your letter expre551ng your concern for
increasing the Advanced Officer Training requirenent;
we certainly appreciate your input.

Staff has not yvet determined its final recommendations
to the Commission, although we have had input from
various groups. DBe assured we are aware of, and sensi-
tive to, your concerns and they will be considered
thoroughly when we do develop final recormendations.

Your letter has been transmitted to the Commission for
their consideration. "Thank you again for your input
and please do not hesitate to contact me if I can be of
assistance. I look forward to hearing from you.

Sincerely,
A ’
Y AL / /()*a [

NORMAN C. BOEHM
L'xecutilve Pircctor




COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

COMMISSION AGENDA ITEM REPORT
.senda Item Title Meeting Date
Basic Course Curriculum Modifications , October 18, 1984
Bureau Reviewed By 7 Researched By
Training Program Services Hal Snow ﬁﬁ{/ Don Moura

Executive Director Approval Date of Approval Date of Report
M / /% . 2l ws?f August 30, 1984

Purpose:
@Decision Requested DInfnrmation Only DStatus Report Financial Impact IENO

In the space provided below, briefly describe the ISSUE, BACKGROUND, ANALYSIS, and RECOMMENDATION.
sheets 1f required.

®

ISSUE:

Should the Commission approve (1) routine curriculum changes to the Basic Course
relative to Custody, Physical Fitness/Defense Techniques, Traffic, Vehicle
Operations and (2) designate specified performance objectives as “must pass® in
these four functional areas and Force and Weaponry?

BACKGROUND +

As part of POST's ongoing effort to maintain the Basic Course curriculum, POST
staff, with the input of academy instructors who teach particular subject areas,
periodically reviews and updates curriculum. Curriculum in the functional areas of
Custody, Physical Fitness/Defense Techniques, Traffic, and Vehicle Operations have
been reviewed and needed changes identified.

Additionally, the Commission at its June 28, 1984 meeting adopted policy approving
the concept of selectively including in the Basic Course curriculum "must pass"
performance objectives which can have consequences of serious injury or death to
citizens and/or officers. As a result of the above curriculum review and the prior
Force and Weaponry curriculum review, staff has identified 41 "must pass" per-
formance objectives in the above functional areas that meet the approved criteria.

ANALYSIS:

A. Curriculum Modifications:

Several substantive curriculum modifications are recommended for Commission
approval. They include the following:

Vehicle Operations - This change would add one additional performance
objective related to the wearing of seat belts. The purpose of this is to
ensure that students understand the importance of wearing seat belts,
proper procedures, and consequence for not doing so.

Traffic - This change would add one additional performance objective
related to recently enacted California Taw requiring child passengers to
wear safety seats. The purpose of this is to ensure that peace officers
are familiar with the law, approved safety devices and their use.

POST 1-187 (Rev. 7/82)

[} ves (See Analysis per details)

Use additional




—

Custody - This change would add three new performance objectives and
delete one. The proposed new objectives relate to the need for securing
of officers’' weapons prior to entering a custody facility, medical care
required for prisoners prior to entry to custody facilities and new strip
search law requirements under Penal Code Section 4030, Performance
Objective 11.5.2 relating to juvenile booking procedures is recommended
for deletion because it has been merged with Performance Objective 11.5.1.

Physical Fitness and Defense Techniques - This change would add one
performance objective on the use of the carotid restraint hold and one
performance objective on weapon's retention. The purpose of adding the
carotid restraint hold is that this hold is the preferred restraint hold
that results in the greatest safety to officers and citizens.

B. Designating Specific Performance Objectives as “Must Pass"

From the above curriculum reviews plus the previous Force and Weaponry review,
41 performance objectives were identified as meeting the Commission's approved
criteria. The approved criteria is that the objectives that are identified as
"must pass" be objectives which can have consequences of serious injury or
death to citizens and officers. A majority of the 41 objectives recommended
for "must pass" status are in the areas of firearms and baton use, behind the
wheel driver training; others relate to safety in traffic stops, accident scene
management, and use of potentially lethal force. See Attachment B for a
1isting of proposed must pass performance objectives,

Basic academy instructors in these subject areas and the Basic Academy Consortium
have reviewed and recommended the above proposed changes. Consensus is that the
curriculum changes can be presented and tested within the existing hours allocated
in the Basic Course for these subjects.

RECOMMENDAT ION:

_If the Commission concurs, the appropriate action would be a MOTION, effective
January 1, 1985 to:

1. Approve the proposed revisions to the Basic Course performance objectives
relating to Custody, Physical Fitness/Defense Techniques, Traffic, and
Vehicle Operations; and :

2. Approve designating the specified performance objectives as "must pass.”

62708
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New 80% 6.1.5

ATTACHMENT A

6.0 VEHICLE OPERATICNS

The student will identify the following factors relative to
the wearing of seat belts when driving a vehicle:

Importance of the wearing of seat belts
Proper positioning and adjustment procedures
. Potential legal aspects of not wearing seat beltis

.

lolwlz=

9.0 TRAFFIC

New child restrazint performance objective,

New 708 9.4.16

New 70

New 70% 11.4.3

New T0% 11.4.4

Deleted 33.5.=2

New 90% 12.6.6

New 90% 12.7.7

Given & Vehicle Code and word pictures or audio-visual
presentations depicting an unrestrained child passenger
situation, the student will identify:

A, Possible violations by common name and Section
Number (Vehicle Code Sections 27260 and 23116(a))
Approved safety devices -
Proper use of szfety devices

!

B.
E.

11.0 CUSTCDY

The student will identify the reasens for seccuring an
officer's wespon pricor to entering any custody Tacility.

The student will identify the receiving custody facility's
medical prescreening procedures for intake of prisoners.

The student will identify when strip searches are
authorized. (Penal Code Section 40320)

dhe-student-will-identify_the-procedural-alternatives—epen—
to-an-officer-upon-booking-a-juveniley—~LWelfare-and
Institution-Gbode—Seetbion-626)

t2.0 PHYSICAL FITNESS AND DEFENSE TECHNIQUES

The student will demonstrate a carotid restraint, explain
the hazards 9£ its use, and the first aid techniques
that are necessary if the technique is applied.

Given an exercise, the student will demonstrate & recognized
method of weapon's retention.




6.6.0

6.7.0

100%

100%

100%

100%

100%

ATTACHMENT B

6.0 VEHICLE OPERATIONS

VEHICLE CONTROL TECHNIQUES

6.6.1

6.6.4

6.6.5

The student will regain control of a vehicle experienc-
ing a front skid and a rear skid.

-

Given a series of driving exercises, the student will
demonstrate proper road position, weight transfer,
throttle controi, braking and steering accuracy both
forward and backward while performing the following
exercises: .

A. 900 turn
B. 18090 turn
C. Stopping
D. Accelerating and decelerating

Given a marked course, the student will demonstrate the
techniques of accident avoidance by smoothly and rapidiy
displacing the vehicle left or right upon command.

STRESS EXPOSURE AND HAZARD AWARENESS EMERGENCY DRIVING

6.7.1

6.7.2

The student will damonstrate an ability to safely con-
trol a law enforcement equipped vehicle operatiag under
emergency conditions {Code 3) applying proper driving
tecnniques and avoiding potentially hazardous
situations, such as road obstacles, cross traffic,
pedestrians, dips, and other vehicles.

The student will demonstrate the ability to safely
operate and control a law enforcement equipped vehicle
during a controlled speed pursuit of an instructor
driven vehicle. This will minimally include the use of:

A. Headlights

B. Emergency tights

C. Siren

D. Communications equipment




7.2.0

7.3.0

7.0 FORCE AND WEAPONRY

REASOMABLE FORCE

Given word-pictures or audio-visual presentations
depicting arrest situations where deadly force is not
necessary, the student will identify the amount of force

that may be used in each arrest. (Penal Code Sections
835a and 843)

DEADLY FORCE

100% 7.2.2
100%  7.3.1
100% 7.3.2
100%  7.3.3

1002 7.3.5

Given word-pictures or audio-visual presentations
involving homicide by a public officer, the student will
correctly identify when the homicide is justifiable.
(Penal Code Section 196)

The student will explain the legal relationship between

fear and the use of deadly force. (Penal Code Section
198)

The student will list the following considerations which
an officer must consider when faced with the use of
deadly force: :

A. The type of crime and suspect{s) involved

B. The threat to the lives of innocent persons, hoth
present and future

The environment

The Taw and agency policy

The officer's present capabilities

The threatening weapon's capabilities

The immediacy of the threat

Mmoo

This wi]1 minimally include:

A. Defense of self.or others when immediate threat to
1ife exists

B. Shooting at non-violent fleeing felons

C. Warning shots

Given word-pictures or audio-visual presentations depict-
ing situations wiere deadly force may be necessary, the
student will state with eich situation whether to shoot
or not to shoot. (Penal Code Sections 835a and 843 and
departmental policy)




7.4.0

100%

7.5.0

100%

100%

7.13.0

100%

SIMULATED USE OF FORCE

7.4.1

Given simulated situations where force is needed, the
student will use the degree of force allowed by the law,
court decisions, and/or agency policies. The situation
will include: '

A. Detention

B. Arrest

C. Self Defense
D. Deadly fForce

FIREARMS SAFETY

7.5.1 The student will demonsirate safe handling of handguns.
This will minimally be done under the following
conditions/situations; (9-1-84)
A. Loading and unloading revolvers and/or semi-automatic

pistols '
B. Holstering and drawing handgun using equipment
authorized by his/her agency

7.5.2 The student will demonstrate tne safe handling of
shotquns. (9-1-34)
Tais will minimally be done under the following
conditions/situations:

A. Loading and unloading manual and/or auto-loading
shotguns
B. Weapons inspection
C. While operating storage mechanisms for weapons in
vehicles
D. Clearing malfunctions
HANDGUN/DAY /RANGE
7.13.1 - Given a daylight range exercise with a time limitation

and an acceptable score estadlished by the schonl,
agency, or advisory comnittee, the student will fire a
minimum of 25 rounds on a handgun course consisting of
single and multiplie silhouette targets at ranges of one
to fifteen yards using the service handgun and "point

{no sights) shooting." (9-1-84)




100%

100%

7.14.0

100%

100%

7.15.0

100%

100%

7.13.2

7.13.3

Given a daylight range exercise established by the
schoal, agency, or advisory committee, the student will
Toad, empty, and reload the service handgun utilizing
the authorized agency ammunition and loading device worn
by the officer during regular duty assignment.

Given a daylight range exercise established by the
school, agency, or advisory committee, the student will
fire on a previously fired course, using factory service
ammunition in place of target ammunition, with a minimal
loss of proficiency.

HANDGUN/NIGHT /RANGE

7.14.1

7.14.2

Given a nighttime range exercise with a time limitation
established by the school, agency, or advisory commit-
tee, the student will fire a minimum of 25 rounds on a
handgun course consisting of single and multiple silhou-
ette targets at ranges of one to fifteen yards using the
service nandgun and “point {no sights) shooting" with an
acceptable score.

Given a nighttime range exercise estadlished by the
school, agency, or advisory committee, the student will
load, empty, and reload the service handgun using the
authorized agency amnunition and loading device worn by
the officer during regular duty assignment.

HANDGYY /COMBAT /DAY /RMIGE ( TARGET )

7.15.2

Given a daylight combat range exercise with a time limi-
tation and an acceptable score established by the
school, agency, or advisory committee, the student will -
fire a minimum of 25 rounds on a handgun course.
consisting of multiple and/or singie silhouette targets
from both "strong" and "weak" hand barricade positions
using the service handgun and "point" shoulder shooting.
. - (9-1-84)

Given a daylight combat range exercise established by
the school, agency, or advisory committee, the student
will load, empty, and reload the service handgun utiliz-
ing the authorized agency ammunition and loading device
worh by the officer during regular duty assignment.




100%

7.16.0

100%

100%

100%

~7.17.0

100%

7.18.0

100%

7.15.3

Given a daylight combat range exercise, the student
will fire service ammunition with a minimal loss of
proficiency. . (9-1-84}

HANDGUN/COMBAT /NIGHT /RANGE (TARGET)

7.16.1

7.16.2

7.16.3

Given a nighttime combat range exercise with a time
limitation and acceptable score established by the
school, agency, or advisory comnittee, the student will
fire a minimum of 25 rounds on a handgun course consist-
ing of multiple and/or singie silhouette targets from
both "strong" and "weak" hand barricade positions using
the service handgun and "point" shoulder shootingi 2
9-1-8

Given a nighttime combat range exercise established by
the school, agency, or advisory committee, the student
will load, empty, and reload the service handgun utiliz-
ing the authorized agency ammunition and l1oading device
worn by the officer during regular duty assignment.

Given a nighttime combat range exercise, the student
will fire service ammunition with a minimal loss of
proficiency. {9-1-84)

SHOTGUN/COMBAT /DAY /RANGE

7.17.1

Given a daylight combat range exercise with distances
and time limitations, and an acceptable score
established by the school, agency, or advisory

committee, the student will fire at least 6 rounds at
single and/or multiple silhouette targets using combat
positions and a shotgun. (9-1-84)

SHOTGUN /COMBAT /NTGHT /RANGE

7.18.1

Given a nighttime combat range exercise with at least 6
rounds with distances, time limitations, and acceptable.
scores estabished by the school, agency, or advisory
comnittee, the student will fire at single and/or multi-
ple silhouette targets using combat positions and a
shotgun with an acceptable score.




9.9.0

100%

100%

100%

9.11.0

100%

9.12.0

100%

9.0 TRAFFIC

TRAFFIC STOP HAZARDS

9.9.1

9.9.2

9.9.3

The student will identify the hazards involved when an
officer performs a “traffic stop."

These hazards will relate to the:

A, stop
B. approach
C. contact with the violator

The student will identify the following hazards to an

officer when approaching on foot a vehicle stopped for a
traffic citation:

A. The threat of attack by the occupant{s) of the
vehicle.

B. The danger of being hit by passing traffic.

The student will identify the areas which afford the
most protection for the officer from passing traffic
whnile complating a citation.

TRAFFIC STOP FIELD PROBLEMS

9.11.2

Given nighttime exercises involving a traffic violator's
venicle, the student will ston, approach, and contact
the occupant(s) of the vehicle without assuming a
hazardous position from either the venicle's occupant(s)
or passing traffic,

TRAFFIC DIRECTION

9.12.4

Given an audio-visual presentation, transparency picture,
handout, or exercises depicting an accident scene, the
student will mark where to place particular types of
traffic control devices that will best protect persons:
and property with regard to the presence of flammable
materials and traffic flow. (9-1-384)




9.14.0

100%

TRAFFIC ACCIDENT FIELD PROBLEM

9.14.1

Given a simulated traffic or hit-run accident, the

student will simulate: (9-1-84)
A. Request the necessary assistance

B. Properly position a police vehicle at scene

C. Assisting those that may be injured

D. Protect persons and property involved

E. Remove any conditions that may cause additional

accidents
Apply personal safety measures

Complete appropriate traffic aCC1dent investigation
and reports

oM
.




11.0 CUSTODY '

11.4.0 ADULT BOOKING

1002 11.4.2 The student will identify the reasons for securing an
officer's weapon prior to entering any custody facility.




12.6.0

100%

100%

12.8.0

100%

100%

100%

12.9.0
100%

160%

100%

2.0 PHYSICAL FITNESS AND DEFENSE TECHNIQUES

PRINCIPLES OF WEAPONLESS DEFENSE

12.6.2

12.6.6

The student will identify the danger areas of the body
which are:

A. Most vulnerable to physical attack
B. Potentially fatal

The student will demonstrate a carotid restraint,
explain the hazards of its use, and the first aid
techniques that are necessary if the technique is
applied.

BATON TECHNIQUES

12.8.1

12.8.2

12.8.3

-

Given word-pictures or audio-visual presentations, the
student will determine in each situation whether or not
use of the police baton would be appropriate and/or
justified.

The student will identify the vital body points and bone
edges that constitute police baton “"target" areas.

The studant will identify those body points tnat dare
susceptible to lethal batcn blows.

BATON DEMONSTRATION

12.9.1

12.9.2

12.9.3

The student will demonstrate the proper use of the baton.

The student will demonstrate the acceptable baton tech-
niques to be used in subduing an aggressive suspect,
using proper foot work, coordination, and without losing
body balance.

The student will demonstrate those baton techniques used
to escape the aggressive grab of the officer and/or
baton by a suspect.
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In the space provided below, briefly describe the ISSUE, BACKGROUND, ANALYSIS, and RECOMMENDATION. Use additional
sheets if required.

ISSUE

This is a staff report on the selection, training, and certification of public
safety dispatchers.

BACKGROUND

SB 1384 {Attachment A}, introduced by Senator Diane Watson, was introduced during
the 1984 legislative session. The bill, supported by the California Public Safety
Communications Association (CPSCA} and California Association of Unions of Safety
Emptoyees (CAUSE), would have required POST to develop advisory standards for the
recruitment and training of public safety dispatchers including mandatory research
. into job-related selection standards to include education, vision, and speech
ability. A provision was also included to require POST to issue certificates of
ful fillment to dispatchers. In conjunction with the bill being withdrawn, the
Commission, at the January 1984 meeting, directed staff to study the issues
described in SB 1384 and report the findings at the October 1984 Commission meeting.

It is estimated that California law enforcement agencies employ approximately 3,358
non-sworn dispatchers. In fiscal year 1983/84, 472 attendees completed the nine
certified basic dispatcher training courses. Of these 472 attendees, 305 were
reimbursed by POST totaling $101,265. The existing nine basic dispatcher courses
were analyzed and found to have some similarities and some major differences in
course content. ({See Attachment B for a curriculum comparison chart). The courses
range in classroom hours from 24 to 80. Students rate these courses as indicated
by the POST Course Evaluation Instrument as good to excellent.

A random selection of three recent graduates from each of the nine presenters of
basic dispatcher courses was contacted by telephone and interviewed regarding the
effectiveness, job-relatedness, and overall impression of their recently completed
training. The supervisors of each of the interviewees were also contacted in an
attempt to ascertain if the employee performed the job more effectively after
returning from training. The majority of responses from both attendees and their
supervisors indicated that the quality of training was good but too basic, contained
little or no role play hands-on exercises and did not adequately prepare new dis-
patchers for the job. One of the difficulties in developing a universal basic
dispatchers course is the wide range of differing tasks performed by dispatchers,

r .
. A representative commitiee of public safety dispatchers and their supervisors
(Attachment C) was convened to discuss the issues raised by SB 1384. A repre-
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sentative committee of police chiefs and sheriffs (Attachment D) was also con-
vened to provide the administrator's perspective to the recommendations of the
dispatchers. Recommendations of both groups are summarized on Attachment E.
ANALYSIS

Training

Basic Dispatcher Course

The first issue raised by SB 1384 is for POST to develop "advisory training
standards” for public safety dispatchers. The curriculum for each presenter
of the basic dispatchers course was analyzed and compared. There are differ-
ences in curricula, as indicated on Attachment B. However, each presenter is
directed by the desires of local advisory committees, who take into account
local needs. Both input committees to POST agree there is a common core of
knowledge and skills for dispatchers that should be included in a standardized
course. It is therefore recommended that POST develop a dispatcher basic
training course that is standardized to the extent possible, yet include
fccally determined curriculum,

The Dispatcher Committee recommended that POST should require all dispatchers
to attend a dispatcher basic training course. The Chiefs/Sheriffs Committee,
however, recommended that the decision to mandate this course be deferred

until a lTong-range plan is developed regarding standards for all civilian jobs
in law enforcement. Since POST does not have the authority to mandate training
for non-sworn personnel, it is recommended that the concept of establishing
mandatory training standards for dispatchers not be pursued.

Advanced/Update Dispatcher Training

POST should, according to both input committees, design and present through
certified presenters advanced/update training for dispatchers. Only recently
has this become a frequently expressed training need. Staff believes this
need can be accomplished with a minimum of effort. Individual presenters can
be called upon to develop such training to meet local training needs. It is
recommended that staff encourage existing trainers to present needed advanced/
update dispatcher training that is POST-certified.

Field Training Guide For Dispatchers

Both input committees recommended that POST design, publish, and distribute a
Field Training Guide for dispatchers. Training guides serve a useful function
in guiding on-the-job training and performance appraisals of employees. These
guides contain detailed checksheets for each task and can be easily adapted
for individual agency procedures. Staff agrees this guide is desirable and
can be developed with existing resources. :

Need For Civilianization Study

The Chiefs/Sheriffs Committee, after considering recommendations made by the
Dispatchers Committee, concluded that there is a need to review all non-sworn
police classifications, ranks, number of positions, and tasks before most of
the dispatcher recommendations can be addressed. The purpose of the study as

-




expressed by the Chiefs/Sheriffs is to develop a long-range plan for the train-
ing and selection of all non-sworn civilians working in law enforcement
agencies. The Chiefs/Sheriffs believe that the issues raised by the dispat-
chers and SB 1384 also apply to numerous other non-sworn civilian employees of
law enforcement agencies, Rather than approach these positions in a piecemeal
fashion, the Chiefs/Sheriffs Committee agreed that a comprehensive study be
conducted of civilianization in law enforcement. As a result, the Chief/
Sheriffs Committee additionally recommended that some of the Dispatcher

Commi ttee recommendations be deferred until after the study is completed and

a comprehensive plan is deve]oped to address all or most civilian positions in
law enforcement.

Staff agrees there is a need to do a manpower assessment of all civilian
positions in law enforcement. This would be limited to determining the
classifications and numbers of personnel holding these positions including
non-sworn supervisors and managers. This information would be useful in
determining training needs and making decisions about course certification.
This information would be especially useful in determining the need for a
civilian supervisory course. However, staff believes a comprehensive civil-
ization study that includes job task analysis is beyond staff capabilities and
conflicts with other current priorities. Therefore, unless tne Commission
directs otnerwise, staff will plan to conduct a manpower assessment of all
civilian positions for the purpose of developing a comprehensive training plan
for civilian positions in law enforcement.

Selection Guidelines

SB 1384 would have required the Commission to develop "advisory standards” for
not only training but also the recruitment of public safety dispatchers. Staff
intends to conduct a Timited job task analysis of the dispatcher position for
the purpose of developing basic and advanced/update training courses. Such an
analysis would also be useful for the development of dispatcher selection
guidelines (optional), should the Commission opt to do so. Arguments for and
against the Commission establishing voluntary dispatcher selection guidelines
include the following:

For
1. Non binding on law enforcement agencies.
2. Could have the effect of improving dispatch services.

3. Guard against other state agencies beginning to set such guidelines
or standards.

Against

1. Places law enforcement agencies who don't follow gquidelines in a pre-
carious position,

2. Requires POST staff time and resources,
3. Could be precedent setting for other civilian positions.
4, POST does not have specific Tegal authority to establish such

guideiines.
-3-




Certificates

SB 1384 would have required POST to issue certificates for qualified
dispatchers. It is unclear as to the type of certificates the proponents had
in mind, but the term "certificates of fulfillment" as used in SB 1384 could
be interpreted as certificates of course completion. The Commission discon-
tinued issuing such kinds of certificates in the eariy 1970's. Input groups
to POST have recommended, and staff concurs, that the issue of certification
of dispatchers be deferred until training and selection issues are settied.

Other Issues

Many public safety dispatchers are employed by city or county communications
departments and are not eligible for reimbursement. The issue of POST reim-
bursing for the training of these dispatchers is a legislative issue over
which the Commission has no authority and no recommendation is made. This
issue could be re-evaluated when data is developed on the number of dispat-
chers employed by consolidated dispatch centers not part of police or sheriffs'
departments.

The issue of POST developing a dispatcher supervisory course will be deferred
until after the civilian manpower assessment is completed. If there are
insufficient non-sworn dispatcher supervisors to warrant developing such a
course, it may be desirable to develop a more general supervisory course for
non-sworn supervisors. It appears that the existing regular Supervisory
Course is not appropriate for civilian supervisors because it is designed
primarily for sworn operational supervisors.

~ RECOMMENDATIONS:

It is recommended the Commission:

1) Direct staff to {(a) develop a standardized dispatcher basic training
course that can also include locally determined curriculum, (b)
develop a field training guide for dispatchers, and {c) encourage
existing certified trainers to present advanced/update dispatcher
training.

2) Not undertake to develop selection guidelines nor mandate training
for dispatchers without legislative direction.

62268/001A
9/27/84
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SENATE BILL No. 1383

ATTACHMENT A

Introduced by Senator Watson

January 11, 1984

An act to add Sections 13524 and 13526 to the Penal Code,
relating to peace officers.

" LEGISLATIVE COUNSEL'S DIGEST

SB 1383, as introduced, Watson. Peace officers.

Under existing law the Commission on Peace Officer
Standards and Training has specified powers and duties
- relative to standards and training for peace officers.

This bill would require the commission to develop advisory
standards for recruitment and training of public safety
dispatchers, and to issue certificates to qualified dispatchers.
The commission would be authorized to charge a fee to cover
the costs of issuing the certificates which would be available
for expenditure when appropriated by the Legislature for
that purpose. '

Vote: majority. Appropriation: no. Fiscal committee: yes.
State-mandated local program: no.

The people of the State of California do enact as follows:

SECTION 1. Section 13524 is added to the Penal
Code, to read:

13524. (a) For the purpose of raising the level of
safety of Calilornia law enforceiment officers and citizens
and to provide assistance to public entities in selecting
and training public safety dispatchers, the Commission
on Peuace Officer Standards and Training shall develop
advisory standards for recruitment and training of public
safety dispatchers.

(b} The commission shall conduct research
concerning job-related selection standards for public
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safety dispatchers, to include education, vision, and
speech ability and emotional suitability. The commission
shall conduct research concerning job-related training
for public safety dispatchers, to include approved

- academics, skills  development, and evaluation

techniques. The commission shall consult with local
entities during the conduct of related research into these
training and selection standards.

(c) The advisory standards shall be approved by the
commission prior to January 1, 1986.

SEC. 2. Section 13526 is added to the Penal Code, to
read:

13526. {a) The commission shall issue a certificate of
fulfillment to public safety dispatchers meeting the
standards prescribed under Section 13524 for
recruitment and training. _

(b) The commission may charge a fee to cover the
administrative costs associated with issuing fulfillment
certificates, All fees received by the commission shall be
deposited in a special account in the Peace Officers’
Training IF'und to be available for expenditure by the
commission to offset costs incurred under this section
when appropriated by the Legislature therefor.




‘COMPLAINT/DISPATCHERS COURSE CONTENT
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**Additional Topics in Proposed Course:
Map Reading

Hazardous ilateriais

Hostage Negotiation

0ES COverview

Tech, of Questioning

TTY Deaf Phone

Dis&ationary Decision Making



ATTACHMENT €

DISPATCHERS CURRICULUM REVIEW COMMITTEE

ROSTER

Jeanne Barredo

Concord Police Department
Parkside Dr. & Willow Pass Rd.
Concord, CA 54519

(414) 671-3239

Sergeant Gregory Bartz .
Laguna Beach Police Department
505 Forest Avenue

Laguna Beach, CA 92651

(714) 497-3311

Sharon Bunker

Marin County Sheriff's Dept.
Civic Center

San Rafael, CA 94903

(4715) 499-7238

Captain Alan Burton

Contra Costa County Sheriff's Department
P. 0. Box 391

Martinez, CA 94553

(415) 372-4467

Kathi Campana

Sonora Police Department
542 . Stockton Road
Sonora, CA 95370

(209) 532-8141

Irene Carroil

Los Angeles Sheriff's Department
211 West Temple Street

Los Angeles, CA 90072

(213) 267-2504

Rosalyn Franks

Anaheim Police Department
P. 0. Box 3369

Anaheim, CA 92803

(714) 999-19%4 °

Terry Groat

Chico Police Department
P. 0. Box 3420

Chico, CA 95927

(916) 895-4915

Lorne Harmon

Contra Costa Criminal Justice
Training Center

Los Medanos College

2700 East Leland Road
Pittsburg, CA 94565

(415) 439-2181

Lieutenant Peter Jensen
Santa Ana Police Department
P. 0. Box 1981

Santa Ana, CA 92701

(714) 834-4225

Captain Richard Lonergan

Hapa County Sheriff's Department
1125 Third Street

Napa, CA 94559

(707} 253-4259

Sergeant Jim McGinley

San Diego Police Department
P, 0. Box 1431

San Diego, CA 92112

{619) 271-7933

Armand Mulder

Livermore Police Depariment
1050 S. Liverrore Avenue
Livermore, CA 94550

(A5} 443-0111

-Carol Park

Placer County Sheriff's Department
P. 0. Box 351

Auburn, CA 95603

(916} 823-4321 Ex. 25

Barbara Reichetl

Department of Public Safety

California State University
at San Diego

5882 Hardy Ave.

San Diego, CA 92182

(619) 265-65659

Nancy Skeeters

Oxnard Police Department
215 South “C" Street
Oxnard, CA 93030

(805) 485-4311 - Ex. 2781

Sheila Tarvin

Carlsbad Police Department
1200 ETm Avenue

Carlsbad, CA 92008

{619) 438-5545

Ray A. Bray

Senior Consul tant
Commission on POST
{316} 739-5383

586813727




ATTACHMENT D

CHIEFS/SHERIFFS
REVIEW COMMITTEE
DISPATCHER ISSUES

Richard L. Moore

Chief of Police

Atherton Police Department
83 Ashfield Road

Atherton, CA 24025

Rod Graham, Sheriff

Yolo County Sheriff's Department
814 North Street

Woodland, CA -95695

Jack Garner

Chief of Police

Martinez Police Department
525 Henrietta Street

“Martinez, CA 94553

Jan R. Duke

Chief of Police

Oroville Police Department
2055 Lincoln Street
Oroville, CA 953865

Earle W. Robitaille

Chief of Police

Huntington Beach Police Department
2000 Main Street

Huntington Beach, CA 92648

Vincent D. Jimno

Chief of Police :
Carisbad Police Department
1200 ETm Avenue

Carisbad, CA 92008

Frank Kessler

Chief of Police

Garden Grove Police Department
11301 Acacia Parkway

Garden Grove, CA 92640

6IMB
9-10-84

Ben Clark, Sheriff
Riverside County Sheriff's Department
4050 Main Street

Riverside, CA 92502

Leslie D. Sourisseau

Chief of Police

Montebello Police Department
1600 W. Beverly Boulevard
Montebello, CA 90640

Robert P, Gwens

Chief of Police

Oxnard Police Department
215 South "C" Street
Oxnard, CA 93030

William F. Colston

Chief of Police

Hoodland Police Department
520 Court Street

Woodland, CA 95695

0. R. "Ray" Shipley, Director
Department of Public Safety
533 "C" Street

Eureka, CA 95501

D. B. "Bud" Cook, Sheriff

Monterey County Sheriff's Department
P. 0. Box 809

Salinas, CA 93902

* Unable to attend




Attachment E

. Dispatchers Review Administrators Committee
Committee Recommendations : Review & Recommendations
1. POST should upgrade and Concur

standardize all Basic
Dispatcher Courses

2. POST should require ail Deferred pending completion of
Public Safety Dispatchers civilianization study
to attend Basic Training

3. POST should design and Concur
present through certified ‘ ' ' '
presentators an Advanced
Dispatchers Course.

4, POST should present POST Concur
Seminars in various locations
throuchout the state as a
Dispatchers Update Seminar to
include 911 information.

. 5. POST should reimburse all Continue the current reim-
dispatchers who dispatch law bursement schedule until the

enforcement units. completion of the civiliani-
: zation study

6. POST should design and Concur
publish a Dispatchers Field
Training Guide for new
dispatcheis

7. POST shoutd design and ' Deferred pending completion
publish recommended standards of civilianization study
for selection of dispatchers
including a mandatory back-
ground investigation.

#62268/001A
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Driver Training Tuition October 18, 1984
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In

the space provided below, briefly describe the ISSUE, BACKGROUND, ANALYSIS, and RECOMMENDATION. Use additional

gsheets if required.

®

ISSUE

Should POST increase tuition for driver training associated with the Basic Course
based on increased costs?

BACKGROUND

Driver training has consistently been identified as a high priority trainfng need in
training needs assessments statewide and as the greatest training need in terms of
numbers of trainees.

While the training need has been evident, it has also been recognized as a very high
cost type of training. Beginning in 1979, the Commission considered the allocation of
a specific number of training slots to driver training and directed staff to develop a
bidding process or request for proposal.

In January 1980, the Commission placed funding emphasis on behind-the~wheel driver
training for Basic Academy recruits by providing additional funding in the Basic
Course. '

The optional skid control performance objectives of the Basic Academy were made
mandatory effective July 1, 1980. As all Basic Academies were required to provide
"behind-the-wheel" driver training for basic trainees, a reimbursable driver training
fee of up to $150 per trainee was approved for requesting academies that met required
driver training performance objectives. Individual academies were allowed to provide
behind-the-wheel driver training using their own or outside resources.

The driver training fee of $150 reimbursed by POST was augmented by an additional $57
paid by a community college academy to private vendors presenting drive training.

This represented the ADA generated by the college over a three-day period during which
driver training was conducted.

In July 1982, the Commission allowed a tuition increase for driver training from $207
to $252 per trainee and increased reimbursement from $150 to $195.

In July 1983, the Commission approved a tuition increase for driver training from $252
to $267 per trainee and increased reimbursement by POST from $195 to $210.

POST staff has recently received a request from the Academy of Defensive Driving, a
primary presenter of driver training, for a substantial increase in tuition .and
associated reimbursement fees.

POST 1-187 {Rewv. 7/82)




As previously mentioned, the costs associated with driver training are extremely high
when compared to other training certified by POST. Unlike most training courses,
driver training involves expensive vehicle purchase and maintenance as well as the
acquisition and maintenance of facilities.

With the increase of property values and accelerated building and use of land,
especially in Southern California, presenters of driver training are finding their
facilities being withdrawn or the use of such facilities limited.

The Los Angeles Police Department recently lost its driver training facility at
Terminal Island and is experiencing difficulty in relocating to a temporary facility
at Seal Beach. The Los Angeles Sheriff's Department is experiencing a reduction in
the amount of weeks per year it is allowed to use its driver training facility at the
Los Angeles County Fairgrounds. The Academy of Defensive Driving recently lost its
Tease at the Orange County Fairgrounds and has relocated to a location requiring
considerable modification at the Orange County Fairgrounds. '

POST has submitted a Budget Change Proposal for Fiscal Year 1985-86, Specialized
Training for Peace Officers in Critical, Liability Causing Subjects, a component of
which is to study the entire driver training issue including existing training,
availability of courses and facilities, costs, recruit and in-service training needs,
and use of various simulators to enhance behind-the-wheel training. -

POST is also in the process of applying for a grant from the Office of Traffic Safety
to conduct a study of driver training for in-service officers.

» Total tuition costs for driver training during Fiscal Year 1983-1984 was $416,704.

The Academy of Defensive Driving currently presents an In-Service Training Course
which is certified as a 24-hour Technical Course with a tuition of $204 which is not
reimbursable.

The Academy of Defensive Driving also contracts with a number of certified Basic
Courses for the presentation of 24 hours of driver training which meets the
appropriate performance objectives of the Basic Course. The tuition is currently $267
per trainee with £210 reimbursed by POST.

POST recently received a reguest from the Academy of Defensive Driving to increase its
driver training tuition to $411.

AMALYSIS

Due to the fact thet A.0.D.D. offers driver training in both Orange County and
Modesto, the presenter was advised to submit separate budgets for the two locations.
In A.0.D.D.'s response, the proposed Orange County tuition for 44 presentations was
reduced $6 to %405 and the proposed Modesto tuition for six presentations was
increased $109 to $520. The substantial increase at Modesto reflected instructor per
diem and travel which initially was spread over 50 presentations.

The vast difference in costs for the two locations discloses the need for separate
tuition structures and perhaps the need for the development of a local program in
Modesto. Identical tuition for A.0.D.D.'s operations in Orange County and Modesto
requires non-affiliated Basic Course students attending the Orange County
presentations to subsidize non-affiliated students attending in Modesto.

‘ .
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The request for a tuition increase complies with the Commission's tuition guidelines
in those areas in which POST has established specific maximum allocations. However,
other costs associated with driver training are not contained in the tuition
guidelines. These include the high costs involved in the purchase and maintenance of
vehicles; the acquisition or improvement and maintenance of specialized roadway
surfaces;. and other unique expenses such as petroleum products and insurance.

An analysis of the budget submitted for the Orange County presentations appears to
contain expenses which would legitimately result in a tuition of approximately $380.
If approved, the portion reimbursed by POST would be $323.

The budget submitted for the Modesto operation, due to the high cost of instructor per
diem and travel would approximate $520. If approved, the portion reimbursed by POST
would be $463.

Financial impact of a potential increase in reimbursement from $210 to $323 per
trainee at Academy of Defensive Driving would be $113 x 300 students = $33,900. If
all Basic Course graduates attended driver training with the same tuition (based on FY
83-84 - 2,573 students) the financial impact would be an increase of $290,749.

RECOMMENDATIONS

1. Authorize staff to continue to negotiate with the Academy of Defensive Driving for
a tuition not to exceed $380 {of which $323 will be reimbursed} for presentations
in Qrange County and seek a local presenter to offer driver training in the
Modesto area.

2. Direct staff to consider other driver training presenters tuition reqguests and
modify tuitions, based on budaet analyses, not to exceed $380, with POST
reimbursement not to exceed $323.
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ISSUE

Should POST establish statewide entry-level selection standards for education,
vision, hearing, physical ability or emotional stability?

BACKGROUND

PC 13510(b) requires that POST conduct research concerning job-related standards
for education, vision, hearing, physical ability and emotional stability; and
where the research findings so indicate, establish job-related standards by
January 1, 1985. Per this legislative mandate, POST began conducting such research

in early 1983.

’ , Major research studies have been conducted to examine the standards enumerated in
PC 13510({b).

Full reports of the findings and conclusions of the various studies are presented
in the attachments.

ANALYSIS

Education: Research findings regarding education standards do not support the
establishment of a general higher education standard (30 college
units, A.A. degree, etc.) as a minimum requirement for employment
as a peace officer. Analysis of the specific knowledge, skill and
ability requirements of the job indicates that the vast majority of
such requirements are addressed in basic and subsequent training.
Thus, no support was found for establishing specific course reguire-
ments as preemployment requirements. A significant by-product of the
research was the identification of specific curricula worthy of
consideration in POST's ongoing review of the Intermediate and
Advanced Certificate requirements. See Attachment A.

Physical

AbiTity: In accordance with Commission action taken April 27, 1983, research
efforts to establish job-related physical ability standards were
combined with efforts to develop a standardized physical conditioning

program for the Basic Course. Based on the collection of in-depth

=‘ physical job task information, as well as extensive field testing

of the conditioning program and physical ability tests, support was

found for the establishment of job-related physical ability standards.
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The proposal is for a required test and conditioning program
to be completed as part of the Basic Course. See Attachment B.

Emotional -
Stability: Research to evaluate the job-relatedness of an emotional stability
standard included:

e The identification of those psychological factors
deemed to jmpair the performance of peace officers
("Psychological Job Analysis").

e The collection of psychological test data from
approximately 800 cadets who had not been pre-screened
on the basis of psychological tests.

e The coilection of various criterion data for the cadets
(training records, ratings of psychological suitability
by FTO's and FTO sergeants, etc.).

# Comparison of test predictions of cadet "success" and
“failure" (based on interpretations of the test data
suggested by the job analysis), with actual "success"
and “failure". : .

Results of the research were statistically significant, and support
?he establishment of an emotional stabjlity standard. The proposal

is for required screening with a written test and personal interview
Ey a qualified professional prior to disqualification. See Attachment

Hearing
and
Vision: A variety of data collection activities comprised POST's research
on hearing and vision standards, with review of the information by
subject matter experts resulting in recommendations for both hearing
and vision.

Because of the less than unequivocal nature of these recommendations,
as well as the legal and other ramifications of establishing medical
standards (bona fide occupational qualifications for employment), as
opposed to medical guidelines, it is recommended that POST's hearing
and vision findings be disseminated in the form of recommended guide-
tines, as opposed to mandated statewide standards. A more complete
elaboration of the basis for this recommendation can be found in
Attachment D.

.
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Summary of Content of Recommendations

The recommended courses of action regarding the establishment of standards,
based on the job-relatedness findings, are as follows:

Education:

Physical
Ability:

Emotional
Stability:

Maintain current high school/G.E.D. requirement (POST Regulation
1002(a)(4)) ,

Mandate that the POST-developed physical conditioning program be
made part of the POST regular Basic Course, and require that all
cadets pass a POST-developed physical abilities test at the
conclusion of the conditioning program as a condition for
graduation from basic training. Persons who have previously
completed basic training, or who attend a POST Specialized Basic
Course, would not be required to meet the standard.

Establish an entry-level emotional stability standard which would
require that:

1) Applicants be found to be free from psychopathology and
personality disorders contained in psychiatric diagnostic
systems as defined by sources identified in the POST Manual
for Emotional Stability Screening.

2) Emotional stability be determined on the basis of psychological
test score information which has been interpreted by a qualified
professional.

3} A1l final decisions to disqualify persons for emotional stability
be based, in part, on a clinical interview conducted by a qualified
professioral.

As proposed, this requirement would apply to all regular and specialized
officers, reserve officers, and all lateral transfers who have had a
break in service.

Agencies would be encouraged but not required to have all candidates
undergo a clinical interview (not just those who are disqualified)

as a part of emotional stability screening. The majority of agencies
are currently conducting psychological screening, and the typical
practice among those agencies is to have all candidates undergo a
clinical review as well as psychological testing.




Hearing
and
Vision:
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The POST Manual for Emotional Stability Screening, currently
being drafted, will summarize POST's research findings and
will provide guidance for conducting screening evaluations.
The manual will also contain reviews of widely used psycho-
logical tests, and recommendations regarding the integration
of psychological screening into the total selection process.

Publish POST's hearing and vision findings in the form of
recommended guidelines. The gquidelines would contain the
following features:

Hearing
e A pure tone audiometry threshold test with the following
criteria: ‘
‘Frequency 500 Hz 1000 Hz 2000 Hz 3000 Hz
Each Ear 25 dB 25 dB 25 dB 35 dB

oy

No greater than 30 dB at any one of first 3 frequencies,
and average of 4 frequencies no greater than 30 dB

e Hearing aids not permitted

Yision

@ 20/20 corrected visual acuity (both eyes)

e 20/80 uncorrected visual acuity (both eyes) for those
wearing spectacles or hard contact lenses

e Passing score on Farnsworth D-15 panel (color vision
test)

¢ Narmal visual fields




RECOMMENDATIONS

If the Commission concurs with the research findings, conclusions and
Eecommendations for job-related standards, the appropriate action would
e to: )

(1} Schedule public hearings, in conjunction with the January,
1985, Commission meeting, for the purposes of:

¢ Amending POST Regulation 1002 to institute an
emotional stability (psychological screening) .
requirement.

8 Amending Commission Procedure D-1 to add the
POST-developed physical conditioning program
to the POST regular course (total hours for
presenting the course would increase).

(2) Direct staff to finalize and present for Commission approval at
the January, 1985 meeting proposed POST guidelines for hearing
and vision screening.




ATTACHMENT A

MINIMUM EDUCATION STANDARDS RESEARCH

Background

Police education has been a topic of study and discussion for
decades, and has historically been associated with various
poTice reform movements., At the turn of the century, advocates
of police reform labeled the police as corrupt and unworthy,
and urged for the introduction of "aristocratic expertis" to
impose military discipline and the scientific management prin-
ciples of F. W. Taylor {1911). By the 20's and 30's, champions
of police reform had abandoned the view that ineffective
management was the root of police problems, and instead argued
that "the heart of the police problem was one of personnetl.*
Fueled by the Wickersham Commission (1931) findings that 75
percent of American policemen could not pass an Army intelligence
test, proponents of the time succeeded in bringing nationwide
attention to the need for better educated police.

The most recent and by far the most significant police educational
reform movement began in the late 1960's. Faced with criticisms
that the police were 111 prepared to control crime and to deal '
with prevailing social issues, President Johnson appointed the
Commission on Law Enforcement and Administration.of Justice.
Following lengthy study the Conmission concluded that among other
things, "the ultimate aim of all police departments should be that
all personnel with general enforcement powers have baccalaureate
degrees" (1967a, p. 229). This statement, and accompanying argu-
ments (pubtished in a companion volume, 1967b) kicked off a fiurry
of activity in police education. Amnong the most noteworthy was

the LEEP program, which provided student assistance to countless
thousands of law enforcement personnel for close to a decade.
Concurrent with the introduction of programs to enhance police
education, numerous large scale studies were funded to evaluate

the impact of police education (Smith & Ostrom, 1974; Ostrom, 1976;
Rosenfeld & Thornton, 1976; Cascio, 1977; Smith, 1979; and Wycoff &
Susmilch, 1979).

W

Focus of POST Research N

The overriding question which guided PCST's research was: Is the
acquisition of education related to improved performance as a

peace officer (i.e., job-related)? From the outset, two fundamental °
decisions were made regarding POST's efforts to evaluate the job-
relatedness of education, First, in the knowledge that police




education has been extensively researched by others, the decision
was made to conduct an in-depth examination and analysis of the
previous research preparatory to undertaking any large scale
original research effort. Second, because California peace officers
are currently required by law to be high school graduates or the
equivalent (Govt. Code 10319(e)), it was decided that the research
would be directed toward examining the job-relatedness of post-
secondary education.

Review of Previous Research

Review of the research literature resulted in the identification
of a total of 70 empirical studies of the relationship between
higher education and some aspect of performance as a peace officer.
The studies can be organized into three major categories on the
basis of the types of job performance measures that were evaluated:
(1) Police Attitudes, such as.dogmatism and authoritarianism,

{2) Objective Measures of Job Performance, such as disciplinary
actions, absenteesism, tenure, and academy performance; and

(3) Supervisor or Citizen Evaluations of Job Performance.

Police Attitudes

Much of the research on police attitudes occurred in the late 60's
and 70's; was inspired by recognition of the increasing complexity
of the police role (Roberg, 1976); and was designed to address the
prevailing hypothesis that college educated officers are more
flexible, less authoritarian and less prejudiced than their non-
college educated colleagues, and therefore are better equipped to
handle the non-enforcement activities of the job. A total of nine-
teen studies was reviewed., Most of the studies were designed to
evaluate the relationship between higher education and authoritar-
ianism/dogmatism (closed mindedness). By in large, the results

are supportive of the hypothesis that officers with advanced
education are Tess authoritarian/dogmatic than others. Furthermore,
the results are consistent with the more extensive research

- literature which exists concerning education and the “Authoritarian
Personality.”

Objective Measures of Job Performance

Academy Performance: Fourteen studies were identified
which examined the relationship between educational

level and academy grades. . All of the studies report a
significant positive relationship between education and
this criterion. Three of the studies, however, report
findings that tend to counter the positive relationship




reported with academy grades. Ward (1981), in a large
multijurisdictional study conducted in Florida, found
that while higher education was positively related to
final academy average score, it was nol related to
instructor ratings of the graduated recruits' "General
Suitability." Gottlieb & Baker (1974) found that,
while years of education was a significant predictor
of academy scores, and while academy scores were the
best predictor of department efficiency ratings,
education carried a "negative” weight in equations to
predict department efficiency ratings. Finally,
Wierman (1978), in a study of 418 Michigan state
troopers who graduated from nine recruit classes over
a two year period, found that while Bachelor degree
holders attained significantly (statistically) higher
academy GPAs than officers with less than an associate
degree, the actual difference was very small.

Tenure: Eight studies were found that addressed the
1ssue of police officer tenure as it relates to higher
education. 1In general, the results indicate that
increased levels of education are inversely related to
tenure; that is, those officers with the most education
terminate or leave sooner than those with less education.

Disciplinary Actions: The relationship between
educational Tevel and disciplinary actions or citizen
complaints has been examined in six studies. In general,
the studies tend to indicate that officers with more
college education are involved in significantly fewer
disciplinary actions and citizen complaints. The results,
however; are not compelling. In two of the studies
(Witte, 1959; Sanderson, 1977), no statistical data are
presented to substantiate the study findings. Among the
other four studies, two found a weak positive relationship
between education and disciplinary actions (Cascio & Real,
1977; Cohen & Chaiken, 1972); one found education to be
related to disciplinary actions in one department but not
in another (Geary, 1979); and the fourth study found no
relationship between education and disciplinary actians
(Wycoff & Susmilch, 1979).

Absenteeism: One of the more consistent findings in the
vesearch Titerature on police education is that absen-
teeism among college educated officers is slightly less
than that for non-college educated officers. Such
results have been found in five of six studies, with the
only exception being the study conducted by Geary {1979),
which found that officers with a B.A. degree incurred
significantly more "il11 days" than officers with only a
high school education.




Injuries/Accidents: Four studies were found that
attempted to evaluate the relationship between

Tevel of educaticn and injuries or accidents.

Results of the studies are mixed. Cascio (1977)
found that higher educational levels were associated
with fewer injuries by assault, and fewer preventable
accidents. Hale and Irwin (1974), on the other

hand, found that higher levels of education were
associated with more assaults on the officer, and
Wycoff & Susmilch (1979) found no relationship
between educational level and automobile accidents.
Finally, Cohen & Chaiken found that number of injury
disapprovals (i.e., number of times officers claimed
they had been injured in the line of duty, but the
ciaims were determined to be invalid) was not related
to educational Tevel at entry, and was positively
related to level of education attained following entry,

Advancement: Six studies were found which examined
the relationship between Tevel of education and career
advancement. Five reported a positive relationship
(Cohen & Chaiken, 1972; McDonough & Monazhan, 1975);
Finnigan, 1976; Sanderson, 1977; and Barry, 1973) while
one (Watts, 1978) found no significant difference
between educated and uneducated officers in their
speed of advancement. Furthermore, among the five
studies that report a positive relationship, one
{Barry, 1973) reaches this conclusion solely on the
basis of college educated officers' perception of
whether or not their advanced education has had a
positive effect on their chances of prevention, and
another (Sanderson, 1977) provides no data to support
the study "findings."

Superviédr/Citizen Evaluyations of Job Performance

Nineteen of the 70 empirical research studies that were reviewed
examined the relationship between advanced education and supervisory
and/or citizen evaluations of job performance. Six of the studies
found education level to be positively related to performance,
eleven of the studies found no relationship between education and
performance, and” two of the studies found a significant inverse
relationship between level of education and performance (3.e.,
better educated officers received pcorer performance evaluations).
Furthermore, among the seven studies that were by far the most
extensive and well conducted (Smith & Ostrom, 1974; Ostrom, 1976);
Rosenfeld & Thornton, 1976; Cascio, 1977; Weirman, 1978; Smith,
19795 Wycoff & Susmilch, 1979), only Weirman and Wycoff & Susmilch
found level of education to be positively related to performance
evaluations, and in the case of the Yycoff & Susmilch study,
although the results were statistically significant due to the large
size of the study group (N=882 officers), level of education was
found to account for less than 3% of the variability in performance
evaluations.
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Summnary and Conclusions

Considerable resources have been devoted to empirical research to
examine the relationship between advanced education and performance
as a peace officer. At Teast 70 such studies, involving countiess
thousands of peace officers, have been conducted. A significant
number of these were very large scale studies that were funded by
such prestigious organizations as the International Association of
Chiefs of Police (Rosenfeld & Thornton, 1976), the Police
Foundation (Wycoff & Susmilch, 1979), LEAA {Smith, 1979) and the
National Institute of Mental Health (Smith & Ostrom, 1974; Ostrom,
1976). -

Results of the studies, on batance, indicate that post-secondary
education, however defined, is at best only weakly associated with
job performance. Studies of police attitudes show that higher
education tends to be associated with lTower levels of authoritar-
ianism and that college educated officers tend to have "slightly"
more liberal work attitudes than officers with no college. However,
the question left unanswered by these studies is the extent to

which differences in attitudes are reflected in differential job
behavior. Results of the Supervisor/Citizen Evaluations of Job
Performance studies are even less compelling; some show that higher education
predicts "slightly" better performance; some show advanced education
is associated with "slightly" poorer performance, and most show that
education has no effect at all on job performance. The only consis-
tent Findings are found in the studies that examined Departmental
Records. Here the results show a predictable, though not always
strong relationship between educational Tevel and academy grades,
absenteeism, promotions, and tenure -- the belter educated scored
higher in the academy, are less frequently absent, tend to promote
faster and tend also to leave or guit their jobs sooner. When
considered as evidence to substantiate college education as a minimum
requivement for employment, however, the positive findings for
absenteeism and promotions are less than persuasive. Further, the
magnitude of the relationship consistently found between-academy
grades and education is far less than that found between academy
grades and scores on POST's reading ard writing tests. In addition,
data recently collected by POST indicate that approximately 23% of
peace officer applicants in California with an A.A. degree fail to
achieve a passing score on the POST reading and writing tests.

Given the unimpressive overall findings of the research, and given
that considerable resources have been devoted to looking for evidence
of the job-relatedness of post-secondary cducation, it was concluded
that it would not be advantageous for POST to conduct a further
empirical study. It was believed that regardless of the outcome,
the results of such a study would be inconclusive, when weighed
against the extensive literature of conflicting research results. It
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was also believed doubtful that a POST conducted study would produce
significantly different results, given that much of the previous
rescarch was conducted by very well qualified researchers. Instead,
it was concluded that POST should focus its resources on a "micrg"
analysis of the job-relatedness of specific educational content.

Micro-Analysis of Specific Educational Content
Approach

The overall approach taken in analyzing the job-relatedness of
specific educational content was twofold: First, the specific know-
ledge, skill and akitity (KSA) requirements of the peace officer job
were identified. Second, an analysis was performed fo determine the
extent to which all required KSA's are currently being addressed
either by current selection procedures (e.g., abilities to read and -
write), in basic training (e.g., knowledge of criminal laws), in
field training, or in advanced training.

Method

Results from three separate studies {New York State Department of
Civil Services, 1977, Pennsylvania State Police, et al, 1976; Dass,
1983) were merged for purpdses of generating a tentative listing of
reduired knowledges, skills and abilities {KSA's). A total of 917
KSA's were identified in the three studies. Because the studies

were performed outside California, the KSA statements were reviewed

by two consultants from the POST Training Program Services Bureau

who have major responsibility for the Basic Course and the Supervisory
Course. OCn the basis of this review, roughly 88% of the KSA state-
ments were found to be applicable to California law enforcement.

Following the review by the Training Program Services Bureau (TPS)
consultants, staff from the Standards and Evaluation Services Bureau
{S&E) merged the remaining KSA statements into a single 1ist containing
459 KSA's, . Deleted from the original Tistings were all KSA's that
were either: too general (e.g., "knowledge of procedures to control
any situation™); too vague (e.g., "knowledge of one's capabilities");
department specific; clearly not applicable to the beginning officer
(e.g., "skill in supervising subordinates"); clearly addressed in the
selection process (e.y., "ability to read"); clearly a personal
characteristic, and not a KSA {e.g., "strong stomach®); or clearly
duplicative of another KSA,

The merged list of 459 KSA's was then ana1yzed by S&E Bureau staff
for the purpose of determining which of the KSA's were addressed by

at least one of the 192 learning goals that constitute the Basic Course.

The results of this analysis were then independently reviewed by the
TPS Bureau staff.  In addition, TPS staff identified which of the 459

KSA's are typically addressed in field training and/or advanced training.

-6-
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Results and Conclusions

Of the total 459 KSA's identified as being important to successful
performance as a California peace officer, 427 or 93% were found

to be addressed by at least one learning gcal in the Basic CTourse.
Furthermore, among the 32 KSA's not addressed specifically in basic
training, 11 are affective characteristics (ability to adapt, conform,
get along with others, etc.) which are not typically associated with
the acquisition of any specific type or level of education; 16 are
general cognitive characteristics {ability to learn, read, etc.)
which are typically assessed in the selection process; and the re-
maining 5 refer to qualities of discipline and leadership (which

also are not typically associated with specific educational experiences).

Approximately 55% of the 427 KSA's found to be addressed in the Basic
Course were also identified as typically being addressed in field
training; and over 50% of the same 427 KSA's were found to typically
be addressed in advanced training. In addition, those KSA categories
which were identified as receiving major emphasis in field and advanced
training, were found, with one major excention, (supervisory skills} to
be contained within the Basic Course curriculum.

In total, the results indicate that the specific skills, knowledges
and abilities (KSA's) needed for successful performance as an entry-
Tevel peace officer are currently being addressed in the selection
process and/or basic training; and are not supporiive of the need to
establish specific pre-empliovment educaticnal standards. However,
othile not supportive of specific pre-emsloyment education mintmum
requivenents (MQ's), an imnortant product of the data analysis was
the identification of job-related curricyium content areas that could
be made part of the training and/or education requirement for attain-
ment of the POST Intermediate and Advanced Certificates. Those
curriculum content areas, which are presented in table 1, are very
similar to the "core"” curiicula that was identified by educators and
practiticners in a recently completed study by Burge (1934) that
sought to specify current and future bachelor degree curricula for
California law enforcement. Because of the potential significance

of these Tindings, all results will be forwarded to POST's Compliance
and Certificate Services Bureau, which is currently studying require-
ments for the POST Intermediate and Advanced Certificates.




Table 1: Job-Related Curriculum Content Areas

Criminal Law
Evidence
~ Investigations
Communications - Oral, Written, Application
Patrol Operations
Police Supervision Command/Leadership |
Crime Prevention
Police Stress
Police Psychology
Socio-Culttural Issues
Interpersonal Communication
Directing People Under Emergency Conditions
Civil Disorders - Riots
Human Rights

Overall Conclusions and Recommendations

Substantial resources have been devoted to empirical studies of

the relationship between advanced education and performance as a
peace officer. Results of these studies fail to substantiate the
job-relatedness of general post-secondary education as a pre-employ-
ment requirement for California peace officers.

Analysis of. the specific knowledge, skill and ability (KSA) require-
ments of the entry-level job indicate that substantially all such
requirements are currently being addressed by current selection
practices or in the POST Basic Course. Thus, the research findings
fail to support the need to establish specific job-related minimum
education requiréments. Results of the KSA analysis, do, however,
suggest potential job-related curriculum content areas that could

be incorporated in the training and/or education requirements for
the POST Intermediate and Advanced Certificates. Results of this
analysis will be considered as part of the current review of all POST
certificates.

Based on these findings, it is recommended that POST maintain its
current high school/G.E.D. requirement as specified in Government
Code Section 10319(3) and POST Regulation 1002(a){4).
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Footnotes

1while of lesser importance than the analysis of the job-relatedness
evidence per se, several other analyses were conducted which served
to reinforce the decision not to . conduct further empirical research
in an attempt to substantiate the job-relatedness of a general post-
secondary minimum education requirement. They were as follows:

® Analysis of the educational backgrounds
of the 498 most recent POST Basic
Certificate earners as of April, 1983
showed that 55.4% had no colleqe credits
and only 17.3% had achieved an A.A. degree
or higher. The finding that over 50% of
successful academy students have no
college education was considered strong
contrary evidence to any arguments that
could be presented in support of advanced
education as a mininum employment
requirement (¥Q).

¢ Analysis of the education reguirement data
in the latest edition of fmployment Data
for California Law Enforcemeznt {POST, 1982)
indicates that fewer than 12% of all California
police and sheriff's departments have any sort
of post-secondary educabion requivement. This
inforication was interpreted as indicating that:
(a) few agencies have implemented an advanced
education requirement (and therefore, presumably
few agencies see the need to implement such a
standard); and (b} the introducticn of any such
requirement on a statewide basis would have a
significant impact on the selection practices of
the vast majority of agencies. -

¢ Analysis of any potential equal employment
opportunity Titigation thal might arise from
statewide post-secondary education requirenent
revealed that:

(a) The "burden of proof" in any
Title VII action might be to
demonstrate that the education
requirenent was validated in
accordance with Uniform
Guidelines on [mployee Selection
Procedures {TouideTines” testy,
or it might be to demonstrate
that the requirement 1s necgssary
to the safe and efficient opera-
tion of the Dusiness ("business
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(b)

necessilty" test) - the courts have
not been consistent with regard to
which burden of proof must be net.
The "guidelines™ test 1s much more
difficult to meet, and requires

that empirical validation evidence

be presented in support of the
requirenient.  The “business necessity”
test, on Lthe other hand, may be
satisfied by presenting rational
arguments to support the contention
that the requirement is necessary to
protect the pubtic and to assure safe
and efficient operation, and that
there is no alternative policy or
practice that would better accomplish
it equally well with lesser impact
against the affected protected group.

Regardless of which "burden of proof"
the employer would be called upon to
meet, college enrollment/educational
achievement data from the U.S. Census
Bureau, the California Community College
System, the California State University
System, and the University of California

System, all indicate that Hispanics are
-underrvepresented with respect to post-

secondary education. Thus, on a state-
wide basis, it s likely that the empioy-
ment opportunities of Hispanics would be
adversely affected by a post-secondary
education requirement, and thus Hispanics
would have cause of action to sue as a
"protected group" under Title VII.

A final influencing factor in the decision not to conduct an empirical
study for the purpose of evaluating the job-relatedness of a general
advanced education requirement was the recent report issued by the
National Commission on Excellence in Education.
Risk (April, 1983) the report documents the wide variation among high
schools, colleges and universities regarding the guality and content of
education; goes on to propose sweeping reforms at all educational
levels; and ultimately calls into question the meaning of obtaining
"advanced education" as we know it today.

Entitled A Nation At

2 § o e
Review by TPS staff to identify KSA's typically addressed in field
and/or advanced training occurred prior to merging the original 917
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ATTACHMENT B

PHYSICAL ABILITY STANDARDS RESEARCH

Background

POST has previously conducted research to establish job-related
physical ability tests, and in 1982 published the findings of
its research in the Patrol Officer Physical Performance Testing

Manual. Results of that research led to the identification of

two distinct test batteries; one a content validity Work Sample

Test Battery consisting of six separately timed events which

simulate actual physical tasks performed on the job, and the

other a Generic Test Battery consisting of four clinically oriented
tests shown empirically to be highly predictive of performance on the
work sample tests (r = .83, N = 39 officers; r = .82, N = 66 academy
cadets). Development of the tests was based on physical job task
(job analysis} information collected from a representative sample

of 19 California police and sheriff's departments. The purpose of the
present research effort was to build upon this previous work, and to
more thoroughly evaluate the physical demands of the entry-level job
on a statewide basis.

Another objective of the present research was to utilize the additional
physical job task information for the purposes of both: (1) establish-
ing job-related tests; and (2) establishing a job-related physical =
conditioning program for possible inclusion in the POST Basic Course.

To this end, the overall design of the research was one of: analyzing
the physical job task information to specify both physical ability

tests and physical conditioning exercises; testing cadets at the
beginning of academy training (prior to conditioning); putting the
cadets through the prototype physical conditioning program; and then
retesting the cadets at the end of the conditioning program (fto assess
both the reliability and validity of the tests, and the effectiveness

of the conditioning program). Commission approval for the merging of
the two projects, and authorization to contract for expert services of
exercise specialists on the two projects, was granted at the April 27,
1983 Commission meeting. Subsequent to Commission approval, meetings.
were held with an Ad Hoc Committee of Basic Course Physical Conditioning
Instructors for the purpose of developing mutually acceptable objectives
for the conditioning program, and to develop a request for proposal (RFP)
for expert services. The RFP was issued in June and the contract was.
awarded to ERGOGENICS of Davis, California, effective September 1, 1983.
Representatives of the Ad Hoc Committee participated in the review of
all proposals. :




Job Analysis

A1l additional physical job task information was collected by means

of a three page questionnaire that officers carried on patrol. Officers
carried the questionnaires for ten consecutive watches, and completed

a separate questionnaire every time they performed a "significant”
physical activity, Over 1800 officers from 106 departments were
surveyed with the questionnaire. The survey period was from October

to December, 1983. In total the questionnaires were carried on over
18,000 patrol watches.

A breakdown of the 106 departments that participated in the phvsical
- abilities job analysis, by type and size of department is shown

in table 1. As indicated in the table, all type and size categories

were well represented by the job analysis samptle. : :

Table 1: .Breakdown of Agency Participation in Job'Ana1ys{s

~ Agency Type : Number Number ) Pércént
o and Size - in California in Sample - " ip Sample

Municipal Departments

Full Time Sworn

1-10 80 14 7.5
11-25 87 21 . 281
26-50 o 82 < 27 32.9
51-150 81 24 . 29.6

over 150 24 9 | 37.5

Subtotal 354 95 26.8

Sheriff's Departments

Full Time Sworn

1-49 17. . 2 11.8

41-125 17 3 17.6
over 125 24 6 25.9
Subtotal 58 10 17.2
TOTAL 412 © 106 25.7




A total of 1,641 completed questionnaires were received from the-
officers surveyed. Each questionnaire was reviewed and only those
questionnaires which contained information pertaining to "critically"
important physical activities were retained. Slightly over 78%
(1,289) of the questionnaires were retained on this basis.:

These data indicate that the typical California peace officer can
expect to be involved in a significant and critical incident at
least once in every 14 shifts.

Data from the 1,289 questionnéires were summarized for the purpose
of identifying the most frequently performed physical activities,
Results of this analysis are shown in table 2.

Table 2: Summary of Critical Physical Events
Reported in Physical Activity Survey

Type of Activity Number of Eveﬁts Percent of Events
Balancing 197 15.3
Climbing 368 28.5
Crawling | 35 2.8
Dragging/Pulling |
{other than person) 29 . 2.2
Jumping ‘ 165 - 12.8
Liftings/Carrying
{other than person) 68 5.3
Physically Controlling Subject 612 47.5
Moving Incapacitated Subject )

(drag, carry, etc.) 180 14.0
Pushing 82 6.4
Running 343 26.6

Analyses were also performed to compafe the cufrent j i
, ) ) ob anal
results with those obtained in the 1982 study. Resu%ts for {;;s
two stgd1gs are grqphically depicted in figure 1, and prbvide a

dramatic illustration of the similarity of findings.
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Test Development

As in the 1982 study, an attempt was made to develop two different
test batteries: a content valid Work Sample test battery; and a
Generic test battery of physical constructs (strength, endurance,
etc.) that are shown empirically to be highly predictive of
performance in the Work Sample tests.

Work Sample Tests

Work sample test specifications were taken directly from the job .
analysis findings. Job analysis findings which served as the
basis for the specifications of the vork sample tests are shown
in the right hand column of table 3. The resultant work sample
tests are shown in the middie column of the table. Also shown in
the left hand column of the table are the work sample tests that
resulted from the 1982 study. - Here again, the similarity of
findings between the two studies is dramatically illustrated.
With one exception (Body Carry), the work sample tests which
resulted from the current study are almost identical with those .
which resulted from the 1982 study.. See table 3.

Generic Tests

A method termed Bionomic Analysis was applied to the work sample test
specifications for the purpose of identifying/developing generic tests
of those physical constructs thought to be "limiting factors" in the
performance of each work sample test. Bionomic Analysis was developed
by ERGOGENICS, Inc., and is a method for analyzing how various subsystems
of the body interact to accomplish physical work. For purposes of
applying the method to identify/develop generic tests, physical work

was defined as performance of each work sample test. A full description
of the Bionomic Analysis method requires substantial explanation, and

is provided in Appendix A. An example which shows how the method was
appiied to each of the work sample tests is also provided in Appendix A..

A total of 17 tests were identified/developed on the basis of the Bionomic
Analysis of the work sample tests. The tests ranged from a bike ergometer
test to percentage of fat; with 3 being tests of muscuiar strength; 5
being tests of muscular endurance; 4 being tests of muscular power; 2
being tests of aerobic capacity; 2 being range of motion tests and 1

being a test of neuro-muscular coordination.

IA]] job analysis information used for this purpose was examined
for differences as a function of type of department {police vs.
sheriff), size of department, sex of officer, and officer's
tenure. Only two statistically significant differences were
found, and in both cases females reported running longer distances
than males.




Table 3:

Work Samplé Tests -and. Associated

(1934) Job- Analysis Findings.

1982 Work Sample Tests

BODY DRAG:

Lift and drag 165 pound
lifelike dummy 21 feet

AGILITY RUN:

Run a 70 yard obstacle course
consisting of several sharp
turns, a number of curb height
obstacles, and a 34 inch high
obstacle that must be vaulted/
hurdled

SIX FOOT SOLID FENCE CLIMB:
Run 25 yards to a 6 ft. solid
fence, climb over fence,
continue running another 5
yards

1984 Work Sample Tests
BODY DRAG:.

Lift and dkag 165 pound
lifelike dummy 32 feet

AGILITY RUN:

Run a 99 yard obstacle course
consisting of several sharp

turns, a number of curb height
obstacles, and a 34 inch high
obstacle that must be vaulted

~SIX FOOT SOLID FENCE CLIMB:

Run 25 yards to a 6 ft. solid
fence, climb over fence,
continue running another 5

yards

Person grasped by arm/armpits:

1984 Job Analysis Findings

26.6% of all non-combative critical incidents
involved maving an incapacitated person.
72.2% of these incidents involved tifting.
30.5% involved dragging/pulling.

. Avg. distance moved when unassisted: 32 ft,

Avg. weight of person moved unassisted: 169 ib.
Officer assisted: 34.5%

Speed required: 47.1%

Person 1ying on ground when lifted: 76.9%
92.0%

50.7% of all non-combative critical incidents
involved running.

56.1% of running incidents involved other
agility-type activities (rapid changes in

direction/going around/over/between obstacles, etc.)

Avg. distance run with obstacles: 98.6 yards
Avg. height of obstacles climbed/jumped/vauited:
37.5 inches

Avg. number of obstacles 3.4

Speed required: 92.0%

54.5% of all non-combative cr1t1ca1 incidents
involved climbing,

. 68.7% of obstacles climbed were fences/walls.

68.0% of fences/walls were solid.
Avg. height of fences/walls: 6 ft.
Avg. distance between obstacles when encountered

while running: 24.6 yards

Speed required: 3/%



—L-

Table 3: ‘continued

1982 Work Sample Tests

550 YARD RUN:

Run 550 yards (14 laps of
a standard 440 yard

running track)

SIX FOOT CHAIN LINK FENCE
CLIMB: '

Run 25 yards to a 6 foot chain
link fence, climb over fence,
continue running another 5
yards

BODY CARRY:

Lift and carry 165 pound
lifelike dummy 90 feet
(candidate 1ifts dummy

by upper body, test proctor
1ifts and suspends legs of
dummy)

1984 Work Sanple Tésfs

500 YARD RUN:

Run 509 yards (1 lap plus
60 yards of a standard

440 yard running track)

SIX FOOT CHAIN LINK FENCE
CLIMB:

Run 25 yard to a 6 foot chain
1ink fence, climb aver fence,
continue running another 5
yards

1984 Job Analysis Findings

50.7% of all non-combative critical incidents
involved running. -

43,4% of running incidents involved no
obstacles. 11% of all runs were over 300
yards, average distance: 500 yards

91% of all long runs were run at full speed. -

54.5% of all non-combative critical incidents
involved climbing.

68.7% of obstacles climbed were fences/walls,
32% of fences/walls were chain link fences.
Avg. height of fences/walls: 6 ft.

‘Avg. distance between obstacles when encountered

while running: 24.6 yards.
Speed required: 37%



Development of Physical Conditioning Program

Specifications for the prototype physical conditioning program were
hypothesized by ERGOGENICS, and were also based upon the Bionomic
Analysis of the physical job task data (an example of how the analysis
leads to training content is provided in attachment A, ) 1n addition,
ERGOGENICS was provided with data from a survey of Basic Course presenters
conducted by POST in late 1982 concerning curvent physical conditioning
programs and facilities. Compent on the prototype prouram was received
at a spbecial meeting of tho Ad Hoc Committee of Basic Lourse Physical
Conditioning Instructors. Prior to the meeting. a Basic Academy Physical
Conditioning Manual was drafted outlining the objectives. content and
job-related basis for the program. As spszvad in the manual, the
tun-tfold objective of the conditioning program is 10 prevare the recruit
to perform denanding physical job tasks and to provide a general program
of physical fitness instruction .that will equip and encourage the recruit
‘to maintain a high -level of fitness through his/her Tife.

The conditioning program is organized around a series of training modules.
Each module focuses on a specific.type of conditioning and addresses one

of the following: Flexibility, Muscular Strength, Muscular Endurance,
Rerobic Canacity, and Neuromuscular Coordination. The .individual exercises
comprising each module are specified, as are reconmended changss in exercise
intensity/duration during the fu term of the nfﬂjrah

Fach conditioning session is de51gned to 1ast £0 minutes and is comprised
aof two of the modules, &5 well a5 warm-up and cool-down periods (which
compvise the flexibility module). The moduies nature of the program permits
the conditioning to be conducted on a variable daily schedule (three days

te five days per week) depending upon the circumstances at the local
academy,

- Test/Conditioning Program Tryout

An orientation meeting was held in early January, 1984 for personnel from
those academies that agreed to participate in pilot testing of the tests
and conditioning program. Eight different academy classes participated

in the pilot testing during the.period from January to September. Subse-
quent to completion of the pilot testing in the first three classes,
“instructors from the participating academies convened in Sacramento for
the purpose of identifying desired modifications to the tests and condition-
ing program. A1l such modifications were incorporated for purposes of
pilot testing in the last four academy classes. In all but two instances,
pitot testing consisted of administering the physical ability tests prior
to physical conditioning, administering the 12 week prototype conditioning
program, and then readministering the tests at the conclusion of the pro-
gram. Four hundred forty-five cadets (363 males, 82 females) were tested;
372 of which participated in the conditioning program.




Results

Physical Ability Tests

Work Sample Tests

Intertrial and test-retest reliability coefficients were calculated
for the purpose of assessing the reliability of the content valid work
sample tests. ATl coefficients were highly significant, with the test-

‘retest reliability for the total Work Sample Test Battery being extremely

high (r = .95, N = 213).

Generic Tests

Multiple analyses were performed to identify those generic tests

that best met the criteria of: (1) test reliability, {2) test validity -
(defined as predictability of performance on the work sample tests), and
test fairness. Subsequent analyses are currently being performed to
identify the best combination of generic tests ‘to incorporate into one
or more Generic Test Batteries.

Physital Conditioning Program

Several different types of information were reviewed for purposes of.
evaluating the physical conditioning program. Comparison of pre- ‘
conditioning test scores with post-conditioning test scores jndicates
that significant improvement was achieved in each of the five areas
addressed by the conditioning program (Flexibility, Muscular Strength,
Muscular Endurance, Aerobic Capacity, Neuro-muscular Coordination),
and that overall scores on the Work Sample Test improved 9.4%. FEven
greater improvement in performance was realized by females (18.3%).

A confidential survey of cadets who participated in the pilot program
indicates that by-in-large, the cadets viewed the program favorably;
that almost without exception the cadets intend to maintain the level
of fitness attained in the program; and that few cadets sustained
serious injury during the program.

Finally, general reaction among those academy personnel who administered
the program has been very favorable, with the most frequently mentioned
comments being that the program works, has resulted in fewer injuries,

and is well documented (thereby making it possible to maintain continuity,
regardless of who conducts the program).




Conclusions and Recammendations

Results of the research show that the Work Sample Test Battery is
highly job-related. and that one or more Generic Test Batteries can
be constructed {work in procress) that will be highly predictive of
performance on the Work Sample Test Battery. Thus, cither type of
test will be suitable for physical ability testing. Further, the
results of the nresent research are highly similar to thowe found
in PGST's 1987 study to develop job-related phvsical perfurmance -
tests.

In developing the physical ability conditioning program, maximum
effort was devoted to constructing a program which is highly job-

" retated. Data collected to evaluate the program indicates that

the progyvam is both highly effective and well 1iked. On the basis
-of these results, it is recommended that the Commission mandate the .
. physical conditioning program as part of the regular Basic Course.

- For purposes of utilizing the tests to establish an entry-level physical

ability standard, it ig recommended that the Commission mandate the tests

in the form of o "must pass” performance objective in the Basic Course.

That is, that administration of the tests be made part of the conditioning
program, and that as & condition of araduation frun the academy, each cadet

be required to achieve a passing score on the tests at the conclusion of

the conditioning program. The advantages of this approach cver that of man-
dating a passing score on the POST tests as a condition for employment and/or .
entry into the academy, are.as follows: '

(1} Many agencies are utilizing job-related selection
tests of physical ability that -were locally developed.
By reguiring that all agencies use the POST-develdped
tests, those agencies will face a significant burden
that would not appear to be justified given that the
agencies are currently using tailor-made job-related
tests. ‘

(2) Many smaller agencies lack the resources to conduct
physical ability testing. A POST required entry-
level test standard would represent da cost of such
significance that it would, perhaps, be necessary
for .POST to establish regional testing centers.

(3) Initial results for the physical ability program are
very encouraging, and suggest the vast majority of
persons. who go through the program wili be able to
meet reasonable standards of performance on POST's
tests.

. {4) The majority of academies have experience adminis-
tering physical abilities tests, and thus, already
have much of the expertise and equipment needed to .
administer the POST tests.

-10-




(5) Requiring that the POST tests be passed as.
a condition for graduation from the academy
would not preclude agencies from using the
POST tests for entry-Tlevel selection, and,
in fact, POST would encourage the use of
the tests for this purpcse. To this end,
POST would publish a test manual, complete
with recommended cut-off score information
which takes into account the improvement
in- test performance that can be expected 7
, as a result of going through the conditioning
- : program. X
In anticipation of possible Commission action to mandate that cadets
pass the POST tests as a condition of graduation from the academy, a
draft “must pass" performance objective was prepared, and reviewed by
the Curriculum Committee of the Basic Course Consortium. In addition,
the physical abilities tests are current?y being administered to
incumbent officers from a number of agencies so that theiy test score
information can be examined as part of the process to establish
reasonable passing scaores on the tests.

Recommendations

1. The PDST-déve]oped physical conditioning program be made a
mandated part of the regular Basic Course.

2. Subsequent to implementation of the conditioning program into
the reguiar Basic Course, a "must pass" performance objective
be-established requiring that all cadets achieve a passing score
on the POST Work Sample Test Battery or on a POST Generic Test

"Batterv,

Should the Commission concur with these recommendations, the appropriate
action would be to schedule a public hearing in conjunction with the
January 24, 1985 Commission meeting for the purpose of -receiving comment -
on the proposed action to amend Commission Procedure D-1 to add the
POST-developed physical conditioning program to the regular Basic¢c Course.

=11-




APPENDIX A

DESCRIPTION OF BIONOMIC ANALYSIS

Bionomic Analysis is a method for describing and measuring how various
critical subsystems of the body operate in concert to accomplish work.
The distinguishing feature of Bionomic Analysis is that it specifies
the extent to which each subsystem is involved in the performance of
any given physical task and by so doing also specifies the extent to
which each subsystem needs to be trained or conditioned in order to
successfully accomplish the task.

(1)

Bionomic Analysis characterizes the human being as a highly
integrated and complex interactive system that is comprised
of five critical subsystems:

1. MUSCULOSKELETAL SUBSYSTEM {(M-S)

2. NEUROMUSCULAR SUBSYSTEM {N-M})

3. CARDIOVASCULAR SUBSYSTEM (CV)

4, CARDIQORESPIRATORY SUBSYSTEM (CR}

5. METABOLIC SUBSYSTEM (MET)

These five subsystems operate or function together in sevefa]
different modes where the mode of operation at any given time
is dependent upon three factors: (1) Physical Demands, (2) the
Anatomical Focus of the physical demands and (3) the Condition

of the Body at the time the physical demands occur. A description
of these factors follows:

PHYSICAL DEMANDS - There are three types of physical demands that the
human body encounters while performing work: Effort, Flow, and
Duration. Any physical activity involves overcoming specific levels
of each demand. These demands, which operate independently of one
another, are defined as follows:

Effort is defined as the maximum force or resistance
encountered when performing a physical task and is
measured in terms of quantitative loads. The loads

influencing effort are:

(1) External loads - any external weight being carried
by the performing officer.

(2) Inertial loads - requirements of acceleration.

(3) Potential loads - any slope or grade that is involved
in the task.




(2)

Flow is a rate-related variable. In this context,
flow is the speed required to perform a physical
task. Speed may be measured in terms of length
per unit time or in revolutions per unit time
(e.g., yards/second or cycles/second), depending
upon the work sample,

Duration is the length of time which is required to
perform the physical task. The duration of the most
demanding portion of the task is used if it involves -
more than one activity.

ANATOMICAL FOCUS - The area of the body's musculoskeletal system
that is primarily involved in overcoming physical demands is
calted the Anatomical Focus. The focal points of interest are
the upper body, the Tower body, and the trunk.

BODY CONDITION - The condition of the body also influences how

the critical subsystems interact. The variables of interest here,
which are referred to as "Physiological State VYariables" are
percent body fat, and present range of motion or flexibility.
Flexibility refers to the range-of-motion at spec1f1c joints, i.e,
the suppleness of the body. Percent Body Fat is the percentage of
body weight that is adipose tissue, and relates more significantly
than weight per se to physical f1tness especially with regard to
cardiorespiratory endurance.

AAs indicated, the combined impact of these factors indicates the modes in
which the five major subsystems interact. --In Bionomic Analysis the modes
of subsystem interaction are called Physiological State Functions and are
defined as follows:

(1)

(2)

Strength. Strength is defined as the maximum force generated by a
muscle (or muscle groups). Static isometric strength refers to the
maximum force that can be applied by muscle{s) when there is no
change in the length of the muscle and no movement occurs. Dynamic
{isotonic) strength refers to the maximum change in the muscle Tength
and movement actually occurs.

Endurance. Endurance is defined as the capacity to persist.
Specifically, cardiorespiratory (aerobic) endurance is defined as

the ability of the heart, lungs and blood vessels to deliver oxygen
and nutrients to working tissues and remove wastes. Their efficient
functioning also markedly contributes to overall wellness. Dynamic
muscular endurance refers to the capacity of muscle(s) to exert a

a force repeatedly. Static muscular endurance refers to the capacity
of muscle(s) to hold a static contraction {no movement) over a period
of time.




(3) Power. Power js defined as the ability to apply force with speed.

(4) Speed. Speed is defined as the velocity of motion. An expression
of speed is the ability to run 100 yards in 9.6 seconds, resulting
in a velocity of 10.4 yards per second.

(5) Neuromuscular Coordination. Neuromuscular coordination refers to
neuromuscular functioning that results in balanced and fluid motion.

Each of these Physiological State Functions refiects a particular mani-
festation of the body's physiological energy exchange processes, namely,
Mechanical (such as changing muscie lengths), hydrauiic (such as movement
of oxygen, nutrition and lactic acid through the blood stream) and
Chemical (metabolic processes that convert stored food into energy).
fhese exchange processes usually occur simultaneously ‘and vary in the
degree of their involvement dependent upon the nature and anatomical
focus of the physical demands.

Bionomic analysis assumes that these three energy exchange processes
correspond to the Physical Demands of Effort, Flow and Duration. This
correspondence makes it possible to describe the requirements of any
physical activity in terms of the specific pattern of effort, flow, and
duration needed to satisfactorily perform a task. Each physical demand
pattern, in turn, evokes a highly specific energy exchange within the
subsystems of the body expressed in terms of State Functions. It is

thus possible to identify the relative level at which each energy exchange
process must exist before a physical task can be performed successtully.

An example of how Bionomic Analysis leads to both hypothesized generic
tests and training program content for a single physical task (body drag)
is shown below:

Example

Figure A contains the Bionomic Analysis of the Body Drag Work Sample.
Reference to figure A shows first, that EFFORT (i.e., maximum resistance
encountered} is the prinicipie physical demands required to perform this
task; second, that the EFFORT occurs in all three anatomical areas and
third, that the physiological demands required in order to perform the
task are Power, Strength, Static Muscular Endurance {5.M.E.) and Range
of Motion. Figure A also show that in Response to these Physiological
Demands, the body responds with its musculoskeletal and metabolic sub-
systems through the manifestation of strength and non-oxidative (i.e.,
non-aerobic) energy.

Figure B describes the_generic tests that are hypothesize to predict
performance on this work sample task, Note that many of the generic
tests hypothesized are well established procedures Tong known to
reliably measure what they're intended to assess (e.g., standing long
jump as a measure of lower body power).

Figure C shows how training program content is derived from the same
analysis. :




« FIGURE A

Bionomic Analysis
Summary Sheet 1

Project: Calif. Dept of Justice
Commission on P.0.S.T.

\" K SAMPLE

DESCRIPTION

Gody drag

Candidate is required to lift the upper portion and drag a

165 pound life~-like dummy 32 feet over a flat smooth surface,

Physical Bemand

Physiological Demand

POSTULATED TESTS

i fAnatomical io State
State_ Variables 2.0 Muscular Funct;anﬂ yarjahle
¢ ™~ Lppe Range
Effort S~ Flow Epg r Ufg a2
s Mation
f ISystem - .
Trunk C%:ntrol EBody Fat —
A D ME
Lawer g ; \,__,/\L—I s
Body £ — N weight —
Durstion “
@ = —
Phgsm!ogical Response
involuement of Critical Systems
[§
Muosculoskeletal Cardicvascular
Strength Transport _
Metabolic
frnpulze Exchange . etaboli
Man Dxidative
MNeuromuscular: Cardino-respiratory
it
Coordination ___ Transport ___ Oxidative —_
Speed - Exchange S

The Body Drag is a whaole body activity. The muscles

involved in the three anatomical focus areas actually
respond to different demands: the Upper Body and Trunk

each have to deal vwith a static contraction while the

Lower Body provides the steady , continuous motion.

The hypothiesized tests on Sheet 2 reflect these differences,

ERGOGENICS

1984




FIGURE B

Bionomic Analysis
Summary Sheet 2

Work Sample Body Drag

POSTULATED TESTS

The tests sciected below are those which are hypothesized to
predict the performance of the work sample. The selection of
the hypothesized test is based on the degree of match between

the physiologice) demand'of the work semple {see flrst page)
and the test itself {(see list below)

Upper Body Test Physiological Demand
Strength

% Shoulder Adduction | Strength

shoulder Extension | Range of Moticn

Bynamic Arm - Dynamic Muscular Endurance
Push-up Dynamic Muscular Endurance
Puli-up . Oynamic Muscular Endurance
Wingate Arm Power

Trunk Test ] Physiologicel Demand
a4 Sit and Reach Renge of Motion
@ Partial Sit-up Hoid || Static Muscular Endurance
4 Trunk Fierion Strength
2 Minute Sit-up Dynamic Muscular Endurance
Lower Body Test Physiological Demand
iinois Agility Power, System Control,Speed
58 Wall Slide Hold Static Muscular Endurance
Standing Long Jump || Power
Vertical Jump Power

ARerobic Capacity Test
1.5 Mile Run

. 7% Body fat

ERGOGENICS 1984




FIGURE ¢

DERIVATION OF TRAINING CONTENT HYPOTHESIZED TO IMPROVE PERFORMANCE
IN THE BODY DRAG WORK SAMPLE TASK

———

Physiological Training Content ({.e. exercises) by
Demand Anatomical Focus |
(Derived from Training Overload Upper
Bionomic Analysis) Stimulus Criteria Body __Trunk Lower Body
Strength External Percent body weight  Towel hang _ Static trunk N/A
loads Free weights Supine arm press  curl
Universal system Arm curls
Bent arm pullover
Shoulder shrugs
Muscuiar Body Weight Repetitions and sets N/A Sit ups Wall slide
Endurance Fixed load (Variable repetitions
Increment per set and number of
repetitions sets)
Power Body Weight Repetitions or _ Power push ups N/A Repeated jumps

Increments distance in given (horizontal and
in speed time vertical)
repetition Straight jump
Jumping jacks
Range of Motion Anatomical Range ey
Functional Duration N/A Sitting toe touch; N/A
Limits Modified

Indian curl;
sitting trunk
twists; lying
supine low back
stretch; prone
support back
arch




The Bionomic Analysis illustrated in figures A, B, and C was repeated
for each of the 5 work sample tasks. The results of these analyses
yielded the specification of 17 distinct generic tests and 70 different
training exercises. As indicated in the text, these exercises were
grouped together into 5 separate exercise prescriptions (modules),

each of which focuses on a separate physiological demand.




ATTACHMENT C

EMOTIONAL STABILITY STANDARDS RESEARCH

Background

Prior to designing the research to evaluate the job-relatedness of
psychological screening procedures, extensive effort was devoted to
collecting and analyzing pertinent background information. The focus
of this effort was twofold: -

(1) Determining the psychological screening
practices of law enforcement agencies.
K POST-developed survey was mailed to
all police and sheriff's departments in .
the POST program in early 1983 for the
purpose of determining, among other
things, local agency practices with re-
gard to psychological screening.
Seventy-six percent of the responding
agencies indicated that they conduct
nsychological screening as a component
of their selection process. Results of
the survey were consistent with a 1982
survey conductead by the San Francisco
Police Department in which 72% of the
responding California agencies indicated
they conduct psychological screening.
Results from both surveys also indicated
that the specific tests used for psycho-
logical screening vary widely, but
two of the most frequently used tests
are the Minnesota Multiphasic Personality
Inventory (MMPI) and the California
Personality Inventory (CPI).

(2} Review of the literature. A review of
over 200 research studies revealed the
following:

@ fFew validation studies have been
conducted to evaluate the job-
relatedness of psychological tests.

[P VR



e The studies which have been conducted
were primarily concurrent validity
studies end suffered from several
shortcomings. Since only officers
who "passed" psychological screening
were included in the study samples,
there was little variability in the
test scores; likewise, many of the
criterion performance measures showed
‘additional restricted range due to
such factors as rater bias. Such lack
of variability in test and/or criterion
scores makes it difficult to obtain
meaningful results. Further, most of
the studies used criterion performance
measures which are o7 questionable
theoretical relevance to personality
test dimensions and/or were confounded
by extraneous variables. Finally, in
many of the studies the data obtained
were analyzed incorrectly or the
analyses ignored important statistical
considerations.

e Little effort has been devoted to
identifying job-related personality
and behavioral attributes which can
become target dimensions for psychological
screening.

o Although a process which "screens in"
those candidates with the most desirable
psychological characteristics is a
commendable long-term goal, the present
"state of the art" in psychological
testing favors using psychological tests
to "screen out" those individuals who
possess undesirable traits.

e Certain types of psychological tests
(e.g., MMPI) are more conducive to
empirical validation research than are
other types (e.g., Rorschach).

Review of the literature led to the decision to: (1) perform a
psychological skills analysis from which job-related psychological
criteria could be devised; and (2) focus on conducting longitudinal
research whereby psychological test information would be collected
from academy cadets who had not been screened psychologically; the
performance of these cadets would then be subsequently assessed in
training and on the job.




Methodology

There were three major components to the research, each designed
to achieve a specific purpose. They were:

Behavioral Surveys

Two surveys were conducted to identify desirable and undesirable
Jjob-related psychological factors. The first was developed to
determine the incidence of abnormal behavior among officers and

the estimated impact of such behavior upon job performance.
Behavioral descriptions based upon categories contained in the
psychiatric diagnostic manual (e.g., disorders of affect, impulse
control, anxiety, psychosexual deviation, schizophrenia, etc.)

were written and presented to law enforcement supervisors through-
out the state. Each supervisor rated each of the 109 descriptions
with regard to: (1) percentage of officers known who exhibited the
behavior, and (2) estimated impact of the behavior upon job perform-
ance. Data from 80 supervisors representing 53 different law
enforcement agencies were obtained and analyzed. Appendix A is an
exampie page from the survey. :

A second survey examined. the effects of general behavioral and psy-
chological attributes upon job performance. CECighty-four behavioral
descriptions representing 14 general areas of functioning were
developed. The general areas rated consisted of achievement,
flexibility, sensitivity, maturity, intellectual functioning, mood,
social. adjustment, anw1ety, emotional control, dominance, moral-
ethical development, impression on others, snmat1c concerns, and
liberai-conservative attitudes. The 14 areas encompass most
personality and behavioral dimensions typically assessed by psycho-
logical tests, and there are a sufficient number of descriptions to
account for the general behavior of most veople. The survey was
administered to 141 supervisors from a representative sample of 85
agencies. Each supervisor rated each description on estimated
impact upon job performance. Appendix B is an example page of this
survey.

Academy Studies

This research component was designed to cantribute longitudinal data
where Tittle exists. Academies were identified where cadets were

not previously screened with psychological tests, thereby making it
possible to collect both psychological test data and subsequent perform-
ance data for individuals who typically would have been disqualified

on the basis of psychological test scores. Specifically, eight hundred
cadets from eight academy classes were tested on the first day of




training with a battery of standard (e.g., MMPI, CPI) and research
psychological tests. Performance data were subsequently collected
consisting of the following:

(1) Academy variables (e.g., grades)
(2) Resignations
(3) Peer ratings

(4) Instructor ratings using a
Behavioral Rating Scale (BRS)
of Emotional Suitability for
Law Enforcement Work.

(5) Field training officer (FT0)
ratings with the BRS at
intervals of 30 working days
and four months on the job
for a follow-up sample of 110
officers

The test and performance data were then statistically analyzed to
identify any predictive relationships. )

Incumbent Officer Study

This component was conducted to replicate other research and to
determine if there were procedures which could be developed to
enhance predictability over that reported in previous concurrent
validation studies. A systematic sample of 328 officers was selected
from agencies in the state. A1l subjects had approximately three
years on the job, and all had completed psychological testing as a
condition of their employment. Personnel records were examined,

and the following performance criteria were compiled for each officer‘.1

(1) On-the-job performance evaluations

(2) Commendations, disciplinary actions,
auto accidents, injuries

(3)" FTO ratings

(4) Academy performance (grades, class
standing, instructor and peer ratings)

TAn additional criterion of having each officer rated on the BRS was
initially proposed. This, however, was opposed by participating
agencies and was, therefore, deleted.
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Results

The survey of abnormal behavior indicated that the estimated
percentages of officers with diagnosable psychological disorders
is very small. Such abnormal behaviors, if and when they did

occur, were rated as producing severe jmpairment on job perform- -

ance. Tables 1 and 2 provide a summary of these results.
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Table 1: General Estimates of Frequency and Severity
of Impact Upon Job Performance for Behavioral
Descriptions of Psychopathology from DSM III

Estimated Frequency Estimated Severity

Condition of Occurrence - of Tipact on Job
Thought Disorders < 1% Severe
Affective Disorders < 1% Moderate-Severe
Personality Disorders 1-5% Moderate
Anxiety-based Disorders <1% Moderate
Paranoid Disorders < 1% Moderate
Impulse Disorders < 1% Severe
Somotoform Disorders <1% Moderate
Borderline Personality Disorders < 1% Severe
Adjustment Disorders - <1% : Moderate
Psychosexual Deviation Disorders <1% Unable to Perform

Table 2: General Estimates of Frequency and Severity
of Impact Upon Job Performance for Subcategories
of Personality Disorders

Estimated Frequency Estimated Severity

Condition of Occurrence of Impact on Job
Antisocial Personality 1-5% Moderate-Severe
Compulsive Personality 1-5% Some-Moderate
Paranoid Personality 1-5% Moderate
Passive-Aggressive Personality 1-5% Moderate
Dependent Personality <1% Severe
Schizoid/Schizotype Personality <1% Moderate~Severe
Narcissistic Personality 1-5% Moderate
Hysteric/Histronic Personality 1-5% Moderate
Avoidant Personality 1-5% Moderate




Data from the survey of psychological attributes provided desirable
" and undesirable dimensions for each of the 14 general behavioral/
psychological areas and gave approximate definitions of psychological

attributes which enhance or impair job performance.

There were nop

differences in supervisors' ratings of these behavioral dimensions

as a function of type or size of law enforcement agency or as a result
of the supervisor's background {education, ethnic origin, etc.)}.
Essentiaily all supervisors were. in. agreement as to what gualities
contributed positively or negatively to job performance. The foliowing

provides a summary for each of the 14 areas surveyed.

1. Achievement. Statements reflecting good goal
achievement, whether through independent action
or conformity were rated as highly beneficial
to job performance, while statements indicating
poar achievement were rated as impairing job |
performance. Average achievement through team
work was also rated as being of some benefit.

2. Flexibility. The presence of this attribute,
when combined with a recognition of the need

for rules, was rated highly beneficial.

Excessive

rigidity and conventionality were rated as
producing extreme impairment while rebelliousness
as a flexibility dimension was viewed as resulting

in some impairment. Moderate Jjevels of either
a need for sameness or diversity were rated as

having no effect upon job performance.

3. Sensitiviiy. Neither a dinension of warm, caring,

paercentive sensitivilty nor an average sensitivity

witich included moderate guardedness was viewsd as

having any effect upon the job. Statements of

hypersensitivity in a parancid direction as well

as statements of insensitivity toward others were
~rated as having some impairment upon job performance.

4, Maturity. Statements reflecting immaturity in
directions of naivete, needing attention, impulsivity,
and exaggeraticn were rated from some to extreme
impairment, depending upon deqgree of Jjmmaturity.
Statements indicating maturity were viewed as
having either no effect or soie benefit upon pervorm-

ance.

(8]
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Intelligence. A1l statements reflecting average or

high intelligence were rated as having either no
effect or some benefit upon job performance. Low
inteliectual functioning was rated as producing some

impairment.




10.

11.

Somatic Concerns. A preoccupation with physical

~ problems was rated as severely impairing job

performance while an average number of complaints
was viewed as having no impairment upon the job.

An extremely "macho" denial of problems was also

rated as having some impairment. Having very few
physical complaints or fears of injury was rated

as highly beneficial to job performance.

Mood. ~Statements reflecting any deviation in mood
were rated as having some impairment upon perform-
ance with pronounced depression being, obviously,
rated as causing extreme impairment. A consistently
cheerful, optimistic mood was viewed as having some
benefit upon job performance.

Social Adjustment. Descriptors reflecting an
outgoing, self-confident, assertive social poise

were rated as having some benefit on job performance,
while any statement describing withdrawal, dependency,
shyness, or social awkwardness was rated as producing
some impairment.

Anxiety. Statements describing nervousness, fears,
worries, and tenseness were rated as having extreme
impairment upon job performance. An average amount
of appropriate concern was seen as having no effect
on the job, and a calm, relaxed, self-confident
stance was rated as highly beneficial to job perform-
ance.

Emotional Control. Any statement containing loss of
emotional control was rated as having extreme impair-
ment upon job performance. Overcontrol and denial
of feelings combined with intense anger, was rated
as having some impairment. A deliberate, calm, con-

~forming, assertive posture where emotional control is

consistently maintained was rated as highly beneficial
to job performance.

Dominance. A1l dimensions of dominance as reflected

in statements of leadership, confidence, self-reliance,
independence, and persistence were rated as benefiting
job performance. Descriptors of inhibition, lack of
confidence, passivity, and dependence were rated as
having some impairment upon job performance while over-
dominance, as characterized by a need to "rule" and
compete in everything, was rated as extremely impairing
job performance.




12. Moral-Ethical. Highly ethical behavior which
reflects a belief in the essential need for
societal rules was rated as having some benefit
on job performance., Any descriptor which con-
tained average or helow average ethical behavior was
rated as having some impairment upon the job;
likewise, a highly ethical stance which contained
a rebellious belief in "higher Taw" was rated as
having some impairment. -

13. Impression Formation. Forming a stable average
or good impression on others was rated as having
some benefit upon job performance, while making
no effort to create a good impression was seen as
resulting in extreme impairment. Good first
impressions which were not consistent over time
were seen as having some impairment upon job
performance. ' :

14. Attitudes. An extremely liberal attitude which
was critical of restrictive rules was rated as
having some impairment upon job performance. A}l
other attitudinal statements, including a
correspondingly critical conservative stance, were
rated as having no effect upon job performance.

Academy Studies

Reliabijity Analyses

Psychological Test Score Data

As with most psychological tests, MMPI and CPI scores are displayed

in the form of test profiles. Typicaily these test profiles are
interpreted by clinical psychologists. As a means of assessing the
reliability of these interpretations, three clinical psychologists
sorted the profiles for 146 of the 800 cadets tested. The profiles .
were sorted-into the categories of "accept," “reject," or “marginal.™
The criteria used by cliinicians in perforimning the sorts were based
upon the data obtained from the surveys and a preliminary anaiysis

of how survey behaviors would be represented by the test profiles.

The profile sample consisted of 74 CPL and 72 MMPI profiles. One
nsychologist sorted the entive sawple, and the other two independontly
sorted eithor the MMPL or the CPI profiles. Analysis of the sorts
indicated that there was significant agreament among the clinicians

in the profile interpretations given for both the CPI {Cohen's Kappa =
.704, p<.001) and the MMPI (Cohen's Kappa = .483, p<.001).




Behavioral Rating Scale Data

As mentioned previously, ameng the performance data collected for
cadets were ratings obtained via a Behavioral Rating Scale (BRS)
of Emotional Suitability for Law Enforcement Work. The BRS was
developed specifically for the research, and uses the same 14
areas and component behavioral descriptors used in the previcusly-
described survey of psychological attributes., Appendix C contains
sample pages of the BRS. As can be noted, on the last page of

the BRS, the rater is asked to indicate both how well he/she knows
the subject (cadet) and how emotionally suited the subject is,
overall, for law enforcement work.

For selected cadets, multipie ratings were obtained with the BRS
from academy instructors, academy peers, FTO's and FT0 Sergeants.
Correlational analyses were performed to assess the inter-rater
agreement among the various rater groups when using the BRS,
Results of this analysis are presented in table 3, and show strong
agreement in the BRS ratings obtained from all rater groups, with
the exception of academy instructor ratings, when compared to FT0
and FTO Sergeant ratings.
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Table 3:

Inter-rater Reliabilities for the
Behavioral Rating Scale {BRS)

Academy
Tnstructors

Academy
Peers

FTQ's

FTO
Sergeants

Academy
Instructors

r=.57
N= 29
p= <.001

r=.31
N= 76
p= < .007

=.19
N= 78
p= <,05

Academy | FT0
Peers FTO's  Sergeants
r=.55
N= 34
p= <.001

r=.50 r=.56
N= 34 fi= 93
p= <.007 p=<.00

As a further means of assessing the consistency of BRS ratings,
correlational analyses were performed to compare the supervisors'
mean ratings of impact upon job perfermance for each of the
descriptors in the survey of psychological attributes with the

mean ratings of impact upon job performance for those same des-
criptors when used to rate cadets/officers by instructors and FTO's.
Results of these analyses are shown in table 4 and indicate strong
agreement in the impact upon job performance ratings for the given
personality/behavioral variables, whether rating the behavior in the
abstract oy evaluating specific individuals. '
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Table 4: Intercorrelations Between Supervisors' Survey
Ratings of Psychological Attributes and
Behavioral Scale Ratings of Cadets by Academy
Instructors and FTO's (N Comparisons = 84)

Supervisors'  Instructors!

Survey Ratings FTO Ratings
Supervisors'
Survey
Instructors' r=.,87
Ratings p= <.0001
FTO Ratings r=.79 r=,80

= <.0007 p= <.,0001

Validity Analyses ' .

Clinical sorts were performed on the MMPI and/or CPI test data collected
from academy cadets in each of three academy classes. The first of
these classes was the 146 subjects reported in the reliability analysis.

+ After the inter-rater correlations were obtained, the c¢linicians®

differences were resolved by objective interpretation rules, and the S
resulting predictions were statistically compared to the criterion N
measures. For this analysis, a composite criterion was used consisting '
of academy attrition, low BRS ratings by instructors or peers, or low

BRS ratings by both FTO's. The interpretation rules were then applied

to the test data of two subsequent classes (N =175), and, again, the

predictions were compared to the outcome criteria. The results of all

three classes were comparably significant with 1ittle difference noted

between the predictive ability of the MMPI and the CPI (e.g., 74% vs.

72% correct classification rate). Table 5 presents the composite summary

results for the clinical analysis of these three classes.
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Table 5: Composite of MMPI and CPI Predictions of
. Attrition and/or.Low BRS.Ratings (N=321)

Prediction
Fail Pass
".34-(N=108) .66 (N=213)
Successful E Value = .22 ' E Value = .44
.65 Observed = .14 Observed = .51
(N=209) ,
F+ (N=45) ~ T- (N=164)
Outcome :
Unsuccessful E Value = .12 “E Value = .23
.35 Observed = .20 Observed = .15
(N=112) ;
T+ (N=63) F-  (N=49)
@.= .35 , X2 = 39.37, df=1, p <.001

The E values in table 5 represent the propartion of subjects expected to

be in the cells by chance alone. The Observed values represent the pro-
portions actually obtained. In the categories of accurate predictions,
(cells T+ and T-}, the chance proportion is .56 (.12 + .44), The actual
obtained proportion, representing the overali correct prediction of the
criteria, was .71. Conversely, the combined chance value for an incorrect
prediction (cells F- and F+) is .45 while the actual proportion of incorrect
prediction was only .29. Another way of expressing the results in table 5
is that among individuals who were predicted to be successful, 78%
succeeded; and among those cadets who were predicted to be unsuccessful, 58%
were unsuccessful. Considering that the success criteria include resigna-
tions, not all of which were due to mental or emotional factors, these
results strongly support the use of these tesis as a component of a clinical
selection procedure.

Since MMPI -profiles are associated with psychiatric diagnoses, a separate
clinical analysis was performed on MAPT profiles. MMPI profiles for 3172
cadets were divided into those with scale scores in the "clinical" range

(T scores above 70) and those with scores in the subclinical range (all

T scores below 70). MMPI profiles in the clinical range were further
subdivided into three groups on the basis of whether the clinical scores
were for scales associated with anxiety, psychotic, or personality dic-
orders, (Elevations of one of these scale groups, however, does not
necessarily mean that the person would be diagnosed as having the disorder.)
Groupings were based upon research reported in such sources as Lachar ({1975).
The groups were then compared to the three criteria of: (1) successful
academy completion with average or above BRS ratings, (2) resignation/
termination from training, and (3) training completion with unsuitable or
marginal BRS ratings. Table 6 presents the results.
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Table 6: General MMPI Profile Types at Different .
Elevations Associated With Criteria of
Success, Attrition, and Low 8BRS Ratings
by Instructors and/or Peers (N = 312)

% Completion With % Completed With
Avg. or.Above BRS  Attrition  Low BRS Rating

"Clinical"™ Range
(Elevation T Score =>70)

Anxiety ("neurotic") Scales 9% (N=1) o 73% (N=8) 18% (N=2)
Psychotic Scales (including

scale 9)* 45% (N=20) 36% (N?16) 18% (N=8)
Personality Disorder Scales 59% (N=16) 30% (N=8) 1% (N=3)
Total "Clinical" Profiles 37% {N=37) 32% (N=32) 32% (N=32)

"Subclinical" Range (all
scores < /70) 64% (N=135} 21% (N=44) 15% (N=32)

As shown in the last two rows of table 6, almost two-thirds of the profﬂes.
in subclinical range were associated with completion of academy training

and average or above rating of emotional suitability for law enforcement

work. Conversely, almost two-thirds of the "clinical” profiles were asso-
ciated with attrition or low ratings of emotional suitability. These

results are statistically significant (X2 = 19.01, df=2, p <.001) and are
consistent with both the survey data reported previously and with other
literature on the MMPI.

Additional analyses of the entire academy sample confirmed the clinical
results. These latter analyses also enabled a more detailed and sophisti-
.cated look at specific relationships between subscales of -all the tests
used and the criterion variables. Since extreme scores on the MMPI and
the CPI contain most of the predictive value for these instruments, this
investigation focused upon the relationships between extreme scores and
performance criteria.

Finally, the academy classes involved in the clinical sort were analyzed
for differences in prediction due to sex or racial/ethnic origin. When
the clinical judgments based upon the MMPI and CPI are pooled and used to
predict a combination of academy attrition or low BRS ratings, the data
do not support the proposition that this predictor is valid for some
groups but not for others.

*Elevations on Scale 9 (Ma) are strongly associated with success in .
some cases and poor performance in others.
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Incumbent Officer Study

An analysis of the psychological test data obtained at the time of
employment produced very few extreme scores, indicating the expected
finding that officers with "deviant" profiles had been screened out
of the sample. The results are consistent with those of other
incumbent officer studies which show a comparable restricted range
of test scores. Also consistent with other studies was the finding
of minimal variability in performance criteria (e.g., all members of
an agency had similar supervisors® ratings). Since there were no
appreciable differences between subjects on test and criterion
measures, little useful data have been derived from analyses of these
results conducted thus far.

Summary and Conciusions

Data obtained from the two surveys define personality and behavioral
characteristics which provide a basis for selection of entry-level
peace officers, The academy studies corrected for two problems in
previous validation research by using only subjects who had not
received psychological testing as a basis for selection and by intro-
ducing a more psychologically~based rating scale as a criterion
variable. In addition, the computer analyses of the MMPI and CPI
employed non-linear procedures which focused upon the predictability
of extreme scores; this emphasis is more in line with the way
psychalogical test sceres are interpreted.

Pesults of the academy studies show scores on two of the most frequently
used psychological inventories, the MMPI and CPI, are predictive of
those who will fail in training and/or receive low ratings of emoticnal
suitability for law enforcement work. The data are consistent with the
survey data and strongly support the use of psychological testing to
screen out emotionally unsuitable candidates. The incumbent officer
study found few relationships between psychological test scores and
subsequent job performance data;. However, since only officers who had
“passed" psychological screening were subjects in this study, no
additional validation data for a "screen out" approach could be obtained.
As also previously noted, the restricted variability in performance
criterion measures, which essentially makes almost all incumbents look
the same, further obviated obtaining any additional support for a
"select in" approach based on desirable characteristics.

Overall, the research findings indicate there is a sound basis for
establishing a job-reltated entry-level emotional stability standard.
Based on these findings, a POST Manual for Emotional Stability Screening
is currentiy being developed which will detail the research findings and
provide guidance for conducting screening evaluations. The manual will
also contain reviews of the most widely used psychological tests;
suggestions as to types of behavior to look for in psychological screen-
ing; and recommendations regarding who should conduct the screening and
how the screening should be integrated into the total selection process.
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Recomnendation

Subsequent to completion of the POST Manual for Emotional Stability
Screening in late December, it is recommended that POST Regulation
1002(a) be modified to require that all peace officer applicants be
screened for emotional stability. Such screening would require
that:

(1) Applicants be found to be free
from psychopathology and
personality disorders contained
in psychiatric diagnostic
systems as defined by sources
identified in the POST Manuatl
of Emotional Stability Screening.

(2) Emotional stability be determined
on the basis of psychological
test score information which has
been interpreted by a qualified
professional.

(3) ANl final decisions to disqualify
persons for emotional stability
be based, in part, on a ctinical
interview conducted by a qualified
orofessional.’

If the Commission concurs, the appropriate action would be to schedule
a public hearing in conjunction with the January 24, 1985 Commission
Meeting for the purpose of receiving comment on the proposed standard.

1A1though not required, it is strongly recommended that all applicants
receive a clinical interview conducted by a qualified professional,
and that interview data be combined with psychological test results

in making all selection decisions.
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Sample Page from Survey of Abnormal Behavior

. B}
APPENDIX A

Fraquency: % of officers }'ve known
Never ' : Greater
Ohserved T 1%--6% 5%-10% 10%-20% 20%-30% 30%-50% than 50%
- 0 1 2 3 4 5 6
_ Severity of impairmant on job performance
No Some . Substantial Severs Unable to
Effect impairment Impairment impairment Perform job
0 1 ' 2 3 4

19.

20,
21.

23,

24,

25,

26.

27..

28,

29,

Speech reflects d1m1n1shed ab111ty to think
or concentrate

Typically d1sp1ays marked illogical th1nk1ng

Is rebellious, resentful, and nonconforming,
Low tolerance for frustration frequently
results in impulsive actions which cause -
conflict with others. Most interpersonal
relationships are very shallow.

Is unable to resist the impulse to gambie
even when it seriously disrupts or damages
family, personal, and vocational aspects of
his/her life.

Is too easily offended and "makes mountains
cut of moiehills.”

Expresses bizarre ideas that others are "out
to get him/her” (e.q., perceives strangers
as "aliens" following him/her).

Has periods of no need for sleep; becomes
irritable and agitated during such periods.

Resists demands for adequate job performance
with such mechanisms as procrastinating,

intentionally forgetting, and being stubborn,
Appears preoccupied with thoughts of suicide.

Is frequently late or absent from work, and
others réport that they cannot depend on him/her,

Displays markedly peculiar behavior (e.g.,

talks to self in public; hoards garbage.
makes strange gestures). .

=17 -
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Rate each behavioral descriptton below by
selecting the appropriate number from the

Sampie Page from Survey of Psychological Attributes

scale on the right and entering it in the

box provided.

29.
30.
- 31,
3z,

33.

34.
35,
36.
37.

38.

39,

40,

.,

42,

{1} Extreme impairment
{2) - Same itmpairment
{3} HNo effect

{4) Soie benefit

{5) Highly beneficial

DESCRIPTION .
Achicves goals well. Achievenant is primirily based upon
independence and dominance. Superior judgment, intellect,
and foresight, :

Althouqh flexible, recognizes need for rules to establish crder.
Accepts others® attitudes and values. Adants to new situations
and enjoys change. Innovative in approaching tasks.

Insensitive toward others. flot observant of others; fraguently
misperceives situations. Trusts others. Becomes hurt and
angry when taken advantage of; does not hold a grudge.

Acts younger than actual age. "Cuts up”; seeks attention;
exaggerates accomplishments. Does a good jobr if interested. ‘
Frequently acts on impulse. Lacks some sense of responsibility.

Highly intelligent, and clear thinking. Places importance-
on thinygs intellectual, bstract, and theorstical. Very
imaginative and creativa. Sometismes hard to understand;
occasionally aloof. .

Preoccupied with physical compleints. Symptoms and concerns
about injury seriously 1imit activities. Seems fo use physical,
problems to manipulate others. .

Average blend of optimism and pessimism. Energy level, sociability,
and anbition also average. Occasional normal degree of depression
and/or anger.

Well Tiked and a friend to others. Participates in social

situations without standing out; openly assertive in groups

when necessary. Guiet and reserved until known.

A "high strung" individual. Tense and anxious in most
activities, Accomplishes tasks effectively, but worries
about minor details., [nsists that things be orderly.

Impulsive, uninhibited, self-centered and manipulative., Much
conflict with others. Relationships are usod for personal
pleasure and gain. Little frustration tolerance; quickly
exXpresses anger. -

Assertive and confident in most situations. Leads when knowledge
and ability make it appropriate. Influential, independent, and
persistent, Follows well when others lead.

Not ethical. The fear of getting caught is the primary motivation

for avoiding any uncthical or dishonest activity,

Forms a poor first impression.  Impression inproves greatly over
time. Reserved, inhibited behavior changes to warmth and cooperation
as a friendship develops.

Has moderate, “middle of the road" attitules on most topics.

Tolerant of others® zontrary opinions. larely trivs to exert
influence over others® ideas ar bohavior,
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The behavior described would have the
follewing cffect upon job perfurmance:
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Area AN

1.

Sample Pages from Behavioral Rating Scales (BRS) | APPENDIX C

Choose the one Description below which best approximateé this person's typical be-

havior by placing an "X" 4n the circle next to the appropriate paragraph.

.II. Next, rate that description for Accuracy by placing the number which corresponds
' to your rating in the box provided. :

I111. Then, estimate the Impact that this behavior will have on thi§ person's job per-
formance by placing the number which corresponds to your estimate in the box

provided.

€ Highly calm and relaxed. Does

1. DESCRIPTION

® Fairly calm most of the time.
Concerned. with major aspects of

becomes "edgy" sometimes.

job and becomes upset when important
problems occur. Vorries occasionally;
(1)

'® Has fears which disrupt routine

activities. Tense, self-critical,

and prone to "panic attacks." Worries
over. minor problems. Indecisive and
rigid.

9 A "high strung" individual. Tense

and anxicus in most activities.
Accomplishes tasks effectively, but
worries about minor details. Insists
that things be orderly.

not "sweat the small stuff”, little
concern for factors others see as
important. Few worries; not
concerned with what others do.

@ A very nervous person; causes many
routine tasks to be difficult.
Productive, but lack of self-
confidence interferes with many
activities. Morrisome, rigid, and
~unhappy. : - (5

@ Calm and relaxed. Rarely worries

or becomes upset with others. Separates
important factors from minor details.
Self-confident and able to effect1ve1y
organize activities,

CHOOSE ONE

-
(=]
—

L

IT. ACCURACY

The description given fits

this person:

(1} Not very accurately
(2) Slightly accurately
(3} Fairly accurately
(4) Very accurately -

(5) Extremely accurately

} .

IIT. IMPACT

The behavigr described would
have the following effect
upon job performance;

(1) Extreme impairment
{2) Some impairment
(3) Mo effect

(4) Some benefit

(5) Highly beneficial
I >
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page 2,

As a final step in this ratin§ process:

(1)

(2)

Indicate how well you know the person being
rated by placing the appropriate number in
the box below:

I know the person

st Wt N St Nt

(1
(2
(3
(4
(5

I

- Not well at all

To some extent
Fairly well
Very well .
Extremely well

N
-~

APPENDIX

And rate the person's overall emotional suitability
for law enforcement work:

(1
(2
{3
(4
(5

Not emotionally suited

HMarginally emotionally suited

Average 1in emotional suitability
Emotionally well suited

Exceptionally well suited emotionally

>
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ATTACHMENT D

HEARING AND VISION STANDARDS RESEARCH

Background

In broadest terms, and in the context of physical handicap law,

a job-related standard is one that is related to the specific
Job in guestion; and is so related because persons not meeting
the standard either cannot perform certain critical aspects of
the job, or cannct do so without serious risk to self or others.
Thus, the essential first step toward establishing job-related
hearing and vision standards is to determine the critical hearing
and vision demands of the job.

Having defined the critical demands of the job, various methods
exist for establishing the relationship between ability to perform
the demands of the job and ability fo meet & given standard or
standards. The most desirable and elegant method is to conduct an
empirical validation study in which one collects both predictor
(e.g., hearing/vision test) data and criterion (job performance)
data and then examines the data for empirical predictor - criterion.
relationships. To the extent such relationships are found, evidence
exists for estabiishing entry-level selection standards based on

the predictors {e.g., hearing/vision tests).

Several factors make this approach extremely difficult, if not
totaliy infeasible, for establishing the job-reiatedness of hearing
and vision standards. Foremost among these factors are: the
difficuities in obtaining meaningful performance data (How does one
evaluate those aspects of an officer's on-the-job performance that
are contingent upon hearing and vision?}; the likely restriction-
in-range in the predictor data (in the case of concurrent validation
studies of incumbent officers), and the infeasibiTity of conducting
a predictive validation study in which persons not screened for
hearing and vision are observed on the job; and most importantly,
the Tikely complex nature of any relationships which may exist between
specific aspects of hearing/visicn and subseguent job parformance
{given the myriad of variables that might influence on-the-job
performance measures),

The next most desirable approach for establishing job-relatedness
is that of examining the empirical relationships among predictors
and representations of critical job tasks. Such representations
typicalty consist of either scenarios of representative job
activities (e.g., performing a high speed vehicle pursuit) or
simulations of such activities (e.g., performing a high speed
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vehicle pursuit on a simulactor). The overwhelming concern in this
approach is that of developing scenarios or simulations which allow .
for the collection of reliable data, but at the same time are
realistic. In general, the more rcalistic the represcntation, the
Tess reiliable the outcome data (because fewer "extrancous® factors

are being controlied)}. Another obstacle to this approach is the

high cost typically associated with developing and administering the
scenarios/simultations.  And finally, even if one overcomes these
obstacles, a difficult question often left unanswered by this approach
is that of defining a reasonable performance standard on the scenario/
simulation.

A variant of this approach is to actually use the scenario or

simulation as the standard. Additional issuves raised by this approach
are the administrative feasibility of administering the scenario/
simulation for purposes of entry-ievel selection, and the representative-
ness of the scenario/simultation vis-a-vis the totality of the job.

(Does the scenaria/simulation do a reasonable job of assessing a

person's ability to perform-the full range of hearing/vision-related

job tasks?) .

The Tone remaining approach to establishing job-relatedness consists

of a ratienal determination made by “export' judges.  The guiding

concept in this aporoach is one of esstablishing standards which "match"
the performance demands of the job. Thus, the success of this approach

is predicated upon having the proper type and ameunt of information

about the job:; and the degree to which one can infer standards from

the jeb information is a fumction of what is known about the proposed .
standard, and thus the nature and breadth of the "inferential leap®

from the standard to the job. In the case of hearing and vision
standards, even this approach is made difficuit by the fact that the

more widely used and recognized tests of hearing and vision were developed
for purposes of clinical diagnosis and not for purposes of predicting
behavior (thereby making the inferential leap from test performance

to job behavior more difficult). Further, few studies have been

conducted to evaluate the relationship between scores on these clinical
tests and subsequent performance differences of any kind (let alone
performance on peace officer tasks).

Significant Features of Pﬁysica1 Handicah Law

In addition to the difficulties associated with establishing the
job-relatedness of hearing and vision standards, several features
of current physical handicap law serve to discourage one from
establishing across~the-board categorical standards based upon such
information, An overview of the physical handicap law is provided
in Appendix A. Those aspects of the Taw which make it difficult to
establish definitive categorical standards for employment include:




e The extreme "burden of proof" for establishing
a legally defensible bona fide occupational
qualification (BFOQ), with the "burden" amounting
to being able to show that all, or substantially
all persons who fail the BFOQ (e.g., hearing or
vision standard) would be unable to perform the
job, or to perform the job safely and efficiently.

e The generatl tenor of the law, wh1ch suggests
that the blanket exclusion of .persons with
given conditions should not be practiced, and
that candidates for employment should be evaluated
on a case-by-case basis. In response to this
aspect of the law, both the State of California
and the City of Los Angeles have recently replaced
all but a few of their medical standards for
employment, with medical guidelines.

e The need to make "reasonable accommodations" to
employ handicapped individuals. An obvious
potential "reasonable accommodation" with respect
to both hearing and vision, is that of permitting
the use of corrective devices {glasses, hearing
aids, etc.).

POST's Approach to Researching Hearing and Vision Standards

Job,Anaiysis

4 major component of POST's research effort was the collection of .
detailed iob analysis information to determine the hearing and
vision demands of the eatry-level patrol 30b in the case of
hearing, this information was collected via questionnaire (Hear1ng
Demands Survey) from a sample of 164 of ficers from 8 representative
departments. COfficers were asked to recall any hearing-related
difficulties they have experienced on the jcb; to rate the frequency -
and importance of 13 hear1ng—cont1ngent Jjob tasks; to specify the
background noise conditions in which they must perform those hear1ng—
contingent tasks; and to recall any critical 1nc1dents on the job in
which their hearing played a significant role. :

Vision-related job information was ccliected from 158 officers by
means of & survey document that was completed after each officer had
observed an audio-accompanied slide presentation, developed by PGST,
which depicted seventenn visval skills, Officers rated the importance
of each visual skill, and described critical incidents in which their
vision played an important role. Also reported were instances where
the wearing of lenses (glasses, contact lenses) were associated with
positive or negative outcomes. Many of the ideas that went into the




Visual Skills Analysis resulted from a two day meeting conducted
by POST, in July 1983. In attendance at the meeting were
individuals from around the country who have researched and/or
played a major role in the establishment of vision standards for
the military and elsewhere.

An important outcome of the Visual Skills Analysis was the realiza-
tion that a full range of visual skills are required by the job,
and that many of the seemingly important visual skills are not
currently being tested. This realization led to a concerned effort
by POST to develop automated tests of such visual skills {visual
search, visual choice reaction time, low contrast acuity, contrast
sensitivity and glare tolerance). A number of these tests are
experimental in an automated form and thus not appropriate for
consideration in the context of POST's January 1, 1985 PC 13510(b)
mandate. However, the potential feasibility of using such tests to
better screen peace officer applicants in the future may be
encouraging (pending analysis of data currently being collected]),
and local agencies have expressed an interest in continuing to

work with POST on the development and evaluation of the tests.

Survey of Current "Standards"

Considerable effort was also devoted to the collection and analysis

of information concerning current standards and screening practices

for hearing and vision among local California law enforcement agencies.
Much of this data was extracted from existing POST publications. More
detailed information was collected with a specially designed question-
naire, and in phone surveys of selected agencies. In general, results
of this phase of the research showed significant variation exists with
regard to both screening practices and standards - especially for vision.

- Information regarding current or proposed standards for agencies
outside of California was also collected and reviewed. 1In addition,
reviews were conducted of the available research literature, as
related to beoth hearing and vision tests in general, and attempts to
establish the job-relatedness of -uch tests. Very little research of
the Tlatter type has been conducted.

Activities Unique tollhdiVidual,Projeéts

Hearing

Under contract to POST, Dr. Edward Carterette of the Department of
Psychology and the Brain Research Institute, UCLA, prepared an
extensive report entitled: "“Standards of Hearing for California Law
Enforcement Officers: A Feasibility Study Prepared for the

Commission on Peace Officer Standards and Training." Contained within




. the report are sections which address: (1) pure-tone and speech
S - ‘audiometry concepts, testing procedures, and research findings;
. ' (2) hearing conservation concepts and gquidelines, and criteria

for classifying hearing handicaps; (3) the hearing standards
currently used by various branches of the U.S. Armed Forces; and
(4) cost information for various aud1ometr1c test1ng equ1pment.

) Vision

- In addition to the previously mentioned work to develop automated
- tests of seemingly important and previously untested visual skills,
an empirical study was.conducted to assess the ability of color
-"blind" persons to perform color-contingent job tasks.. Few persons
~ are truly color "blind" (see no color), and there is 519n1f1cant .
- variation in the types of color vision anomalies that persons can
have. The empirical study was designed to address whether: color
© vision anomalies are related to functional job performance and
. whether different types of anoma]1es are more critical to job
- performance-than others. : , .

.;’For purposes‘of the study the Visual Skills Analysis data were .
. -analyzed, and a.79 slide Color Simulation Test was developed to
. simulate the types of color identification tasks.performed on the
- job.. The Color Simulation Test was administered to both color
L0 T "defectives" and color “normals,' along with two widely ava11ab!e
R 0 clindcal tests. of color vision. Preliminary. analyses show’
. ... " significant differences dn the Color Simutation Test for color
defectives and color normals, and within the color defective group,
Lo B persons with certain kinds of co?or anoma11es were found to perform
SRR .. . betfer than others. .

Review of Infdrmation byiEXDert Pane]s 

Expert paneis weré convened to review and consider the pert1nent
information collected and assembled by POST, and.to determine whether
some consensus. could be reached, based on the information, as to

- what would constitute reasonab]e "standards " Separate panels were
convened to address hearing. and vision. - Each pane] consisted of local
agency representatives (persons with experience in personnel selection
matters), as well as subject matter experts {scientists, audiologists,
optometrists, etc.). Both panels reviewed reports on POST's job .
analysis findings, a review of the physical handicap laws and requlations,
reviews of the pertinent research literature, and reviews of current
law enforcement screening. standards and practices. -In addition, the .
hearing panel received copies of Dr. Carterette's report, and the vision
panel received the preliminary results of POST's color vision study. In
total, the hearing panel reviewed over 150 pages of 1nformat1on and the
vision panel over 95 pages.




Panel Recommendations

Heaf}hg Panel

Upon review of the assembled information, the panel was able_to
arrive at a recommended pure-tone audiometry standard for entry-
level screening based upon established linkages between pure-tone
audiometry and both speech related activities and sound localization.
It was further able to reach consensus regarding desired conditions
and procedures for conducting pure-tone testing. Finally, consensus
was reached that hearing aids should not be permitted. A report of
the panels' findings is currently being drafted, and the availability
of the necessary testing services is being explored. The panel's
recommended criteria for pure-tone audiometry were:

® A pure tone audiometry threshold test
with the following criteria:

* Frequency 500 Hz - 1000 Hz 2000 Hz 3000 Hz

M M o s S o e e o m e mm ew my SR E e am k" ae mk owr Wr v mr my Ee we em mm w ow w ow mm

or
No greater than 30 dB at any one of first 3

frequencies, and average for 4 frequencies
na greater than 30 dB

Vision Panel

Less consensys was achieved among the vision panel members, although
general agreement was reached with regard to the following:

8 A ¢orrected visual acuity requirement
{20720, both eyes)

® An uncorrected visual acuity requirement
(20/80, both eyes)

s A color vision requirement
(pass Farnsworth D-15 panel)




e The advisability of "waiving® the uncorrected
acuity requirement for persons who wear
soft contact lenses if their condition is not
severe

® A visual fields standard (normal visual
fields)

Less consensus was also reached with regard to the specific tests
and procedures to be used for certain assessments. As with the
hearing panel, a report of the recommendations of the panel is
currently being prepared. -

Conclusions and Recommendations

The research caonducted by POST represents one of the most ambitious
and thorough attempts to establish job-related hearing and vision
standards. It is proposed that the recommendations which resulted
from the research, along with the job analysis and other information
which served as the basis for these recommendations, be published in
a document that would be made available to all agencies in the POST
program. It is further propcsed that the information be published
in the form of recommended guidelines, as opposed tu absolute,
categorial POST mandated standards.

The reasons for the approach -advocated center around the previously

described provisions of current physical handicap law, namely: -

¢ The extreme "burden of proof" necessary to
establish a categorical basis for denying
employment (bona fide occupational
qualification).

® The underliying intent of the law, which

- is that of treating each individual as
an individual (rather than categorically
denying employment to all persons with a
certain medical condition).’ and the
recent adoption by some large agencies of
"guidelines" as opposed to standards, in
response to this provision.

8 The requirement under the law to take steps
to reasonably accommodate persons with
physical handicaps.




Other factors which would appear to favor the issuance of POST's
findings in the form of "guidelines" rather than standards,

include the recognition that: (1) even in the form of guidelines
POST's recommendations will have a significant positive impact on
entry-level vision and hearing screening in the state (almost as

much impact, perhaps, as raquired standards); (2) ultimately,

hearing and vision standards are issues of risk management, and

as such should remain the pervue of local agencies; (3).the

issuing of guidelines, as opposed to standards, is consistent with
POST policy over the Tast 10 years concerning medical standards;

and (4) in the area of vision, the results of POST*'s longer term
effort to establish automated vision tests may prove more appropriate
for the purposes of establishing mandated standards. Finally, by
providing local agencies with all the relevant background information
leading to the panels' recommendations, each agency, if it chooses to
do so, will have a far better basis for determining local hearing and
vision requirements.

Recommendation

If the Commission concurs, the appropriate action would be to pass
a motion to request staff to prepare a document that specifices
POST's recommended entry-level hearing and vision guidelines.




APPENDIX A

Overview of the Laws and Regulations
Regardiny Non-Discrimination on the Basis
of Handicap

A number of state and federal laws have been enacted in the last
decade to ensure access to employment opportunities for qualified
disabled persons. The following is an overview of the federal and
California statutes, the implementing regulations and some of the
judicial decisions interpreting those statutes. This gverview was
compiled from the following sources written by experts in employ-
ment law:

Disability Rights and Educational Defense
Fund & FEmployment Law Center. A New
Approach: The Individual Assessment
Hiring Procedure. Berkeley, 1983,

Nylander, Steven W., and Carmean, Gene.
Medical Standards Project Final Report
2nd rev. ed. San Bernardino Co.,
California, 1983,

Orrick, Herrington & Sutcliffe. Memorandum
Re: - Handicap Discrimination, - )
November 1, 1982.




II.

What Is Required?

Federal Law

The most important piece of federal legislation requiring non-
discrimination on the basis of handicap is the Rehabilitation
Act of 19/3, amended. In broad terms, this Act prohibits
federal agencies, federal contractors and recipients of federal
financial assistance from discriminating against any qualified
handicapped individual in cmployment because of his &r her
handicap. Federal agencies and federal contractors are also
required to take affirmative action to employ and advance in
employment handicapped individuals. In addition, those employers
are required to provide reasonable accommodation for handicapped
individuals. . . -

California Law

The California Fair Employment and Housing Act provides that it
shall be an unlawful employment practice for both private and
public employers, because of a physical handicap or medical
condition of any person, "to refuse to hire or empioy the person

“or to refuse to select the person for a training program leading
to employment, or to bar or discharge such person fiom employment

or from a training program leading to employment, or to discrim-
inate against such person in compensation or in terms, conditions
or privileges of employment." Covered employers are also required
to make reasonable accommodation to a known phys1ca1 handicap of
any individual.

Who is Protected?

Federal Law

Under the Rehabilitation Act, a hand1capped individual is defined
as any person who:

(i) has a physical or mental impairment
which substantially limits one or
more of such person's major life
activities, or

.(ii) has a record of such an impairment,.
or

(i1i) is regarded as having such an
impairment, :




(iv) but not - for purposes of employment
under Sections 5033 or 504 - any
individual who is an alcoholic or drug
abuser whose current use of alcohol or
drugs prevents such individual from
performing the duties of the job in
question or whose employment, by reason
of such current alcohel or drug abuse,
would constitute a direct threat to
property or the safety of others.

This definition includes all persons with physical or mental impair-
ments, with a history of such an impairment or who are perceived as
having such an impairment, even though no such impairment actually
exists., Fssentially, any applicant or employee who suffers an
adverse employment decision by a covered employer because of a menual
or physical problem, real or perceived, is within the protected class.
However, short-term, temporary conditions are probably not included.

Under Section 501 of the Rehabilitation Act, a federal employer cannot
Tegally deny employment to or cause an adverse employment action to be
taken against any “"qualified handicapped person® because of his or her
handicap. A “"qualified handicapped person® is defined as a handicapped
person who, with or without reasonabte accommodation, can perform the
essential functions of the position in question without endangering his
or her health and safety or that of others,

Section 503 of ithe Act prohibits discrimination against any "gualified
handicapped individual,” definad in the implemeniing regulations as
one “capable of werforming a particular job, with raasonable accommo-
dation to his or her handicap.,”

Under Section 504, discrimination against an “otherwise quelitied
handicapped individual" is not aliowed. Though the regulations imple-.
menting this section define this term as meaning one "who, with
reasonable accommodation, can perform the essential functions of the
job in question," the Supreme Court, in a non-employment context, has
interpreted this term to mean one "who is able to meet all of a program's "
requirements in spite of his handicap.” As the State and local Fiscal
Assistance Act incorporates Section 524, the definition of handicappad
individual and qualified handicapped individual are the same under tnis
Act.

California Law

The Fair Employment and Housing Act protacts the right and opportunity
of individuals to seek, have access to, obtain, and hold employuent
without discrimination because of "physical handicap" or ‘"medical
condition." ' '




Under California law, the term “physical handicap" is defined in
Section 12926 of the Fair Employment and Housing Act as follows:

"Physical handicap incTudes impairment
of signt, hearing, or speech, or
impairment of physical ability because
of amputation or loss of function or
coordination, or any other heatth
impairment which reqguires special
education or related services."

This definition has been broken down into its component parts and
further clarified in regulations issued by the California Fair Employment
Practices Commission in which a "physical handicap" is said to cover:

(1)

(2)

Impairment of sight, hearing or
speech; or

Impairment of physical ability
because of:

(A) Amputation, or

(B} Loss of function, or

(C} Loss of coordination;. or

fmy other nealth impairment which '
requires special education or
related services.

However, physical handicap does
not include the following conditions:
mental illness, mental retardation,

alcoholism, or narcotics addiction.

Further, a “handicapped individual® is defined in the regulation as any

individual who:

(1)

(2)

(3)

Has a physical handicap which
sybstantially 1imits one or more
major life.activities;

Has a record of such a physical
handicap; or

Is regarded as having such a
physical handicap.




II1.

The scope of the definition of “physical handicap” under the

FEHA has just recently been determined by the California Supreme
Court in the case of American National Insurance Company v. FEPC.

In that case the Court held that "physical handicap” means a
“condition of the body" which is a disadvantage that makes achieve-
ment unusually difficult." The Court also stated that coverage was
not limited to present disabilities, but also extends to those
physical conditions which are only potentially handicapping. Mental
disabilities are not covered nor are “various ilis or defects that
are in fact not handicapping; for example, certain kinds of digestive,
respiratory, or skin disorders."

Medical condition is defined in the FEHA as "any health impair-
ment related to or associated with a diagnosis of cancer, for
which a person has been rehabilitated or cured, based on compe-
tent medical evidence." Employers receiving financial assistance
from the State should be aware that Government Code Section 11135
prohibits discrimination on the basis of both phy51ra1 and mental
disabilities.

What Are The Recognized Defenses?

The non-discrimination mandates of the federal and state statutes
prohibiting adverse employment actions against handicapped
applicants and employees are not without exception. There are
defenses available to employers which, if proved, will excuse
them from 1izbility under these laws, One defense, of course,

is that theo adverse empioyment decision was not based on a
consideration of the individual's handicap. but, rather on a
totally unrelated consideratiun, '

Once a prinis facie case of nandicap discrimination has been
established, nowever, the burden of proof shifts to the empicyer
Lo dustify 1tg action of rvefusing o nhire or ftarmiinating the
handicapped individual, Thaere are three basic deafenses that wil®
be considered: ' '

1. That the applicant or employee, because
of his or her handicap, is currently
unable to perform the duties of the
position;

2. That the applicant or employee, because
of his or her handicap, cannot currently
perform the duties of the position in a
manner ‘which would not endanger his or
her health or safety or that of others
(the "safety" defense); or

(3) That the absence of the handicap is a bona
fide occupational qualification, i.e., a
necessary requirenent, for the DOb]thﬂ
(the "BFOQ" defense),




These defenses, except for the BFOG defense, require an individ-
ualized evaluation of the abilities and Timitations of the par-
ticular applicant or employee in relation to the specific
requirencents of the position in question. Further, the standards
that must be met to prove the BFOQG defense are very stringent.

In order to show that the absence of a certain handicap is a
legally justified requirement for a certain position, an employer
must be a2ble to prove that all or substantially all persons with
that handicap are unable to perform the duties of the position
safely and efficiently and that the essence of the employer's
operation would otherwise be undermined.. Because of the strict-
ness of this standard, most courts have held against enployers
who have relied on categorical selection criteria, i.e., medical
standards. :

Khere reasonable accommodation is required, it must be considered

in the evaluation of the above defenses. For example, if an
applicant cannot perform the duties of the position because of his

or her handicap but could do so if an accommodation were provided,
then his defense will not stand (unless the employer can prove
that the accommodation would be an undue hardship on its operations).

In reference to the three basic defenses to charges of handicap
discriminaticn, a discussion of the court decisions concerning
these defenses is of great importancs.

El

i. Inability Defense

In relying on the "inability” defense, the key-is present
inability, not future or past inability. The California
Supreme Court underscored this limitation in American
Netional Insurance v. Fair Employment and Housing Commission
(ANI). :

The facts in ANI were straightforward. The complainant, who
suffered from high blood pressure, was hired by the Company
as a door-to-door insurance salesman. .The Company regarded
the work as stressful and, as a matter of policy, did not
hire individuals with elevated blood pressure. because of the
potential harm and danger to such individuals' health. Upon
the Company learning of his condition, the complainant was

- terminated for failing to meet the Company's health reguire-
ments. The complainant then filed charges with the
Commission alleging handicap discrimination, and a decision
was rendered in his favor. A California Superior Court
subsequently denied the Company's petition for review and
upheld the Commission. On appeal, the California Supreme
Court affirmed the trial court's decision.




An important point in the decision is the Court's conclusion

in ANI that an employer cannot consider potential health risks
when reviewing an applicant for employment. Based on the
decision, an employer may only consider an individual's Eresent
ability to perform the job in question. The ANI decision
appears to have sounded the death knell for an employer's right
to consider such factors as the future risk of absenteeism or
potentia] costs of medical treatment and worker's compensation
in deciding whether ta make an offer of empioyment to an
individual.

Further, the California regulations emphasize that a "gqualified
handicapped individual" only 1s reguired to be able to perform
the "essential functions of the job or 4raining program in
question.”

While preemployment physical examinations are allowed, such
examinations only may be administered on the condition that
all employees in similar positions are subjected to an exam-
ination. Further, employees disqualified based on the results
of an examination must be given an opportunity to submit an
independent medical opinion before a final decision is made.

2. Safety Defense

The "safety" defense relates to circumstances where a handi-
capoed individual is excluded firom a Job either bhecause (1)
the position poses a danger to the individual's health and
walfare, or {Z) the nosivion would =zubjiect oTncrs, inciuding
aempioyees, to a 5qfc.j a&éufd

The Catrfornia Commvission nas besn extremely rveluctant o
uphoid the saf tu dafense except whare thera is an "ideniifiable
and susstantial imnodiate danger™ to the asvloyee ov olhars

The most recent court decision to discuss the safety defense
is Sterling Transit Co., Inc. v. Fair Empleyment Practices
Commission 1n which the court rejected an emp1oyer s reliance
on the safety defense based on a speculative injury. The
complainant, who was afflicted with a congenital back problem

1Tt 75 netewarthy that in Sterling Transit Co., Inc. v. Fair Employment
Practices Commission, 121 Cat. App. 3d 797 (lSQ J, 2 Calitornia appellate
court alen rejected an employer's attenpted derense of potential medical
or other ctosts as Jjustification for refusal to hire an individual with a
congenital back probiem. While acknowledqing that the handicap provision
may increase an employer's cost of doing business, the court found no
basis for creating o financial impact exception and further states that
such a defense couid erect Yempioyment barriers more difficult to scale
than Mount Ranier."




(scoliosis), was rejected for a truck driver position based

on the employer's policy of not hiring anyone for the job

who possessed other than a "normal back." While the court .
acknowledgaed that the FEHA expressly provides that an

employer may refuse to hire persons whose physical handicap
prevents them from performing their duties in a manner

which does not endanger their health, the court concluded that
this defense must be “"tailored to the individual characteristics
of each applicant in relation to specific, legitimate job
requirements.” Based on conflicting medical testimony and the
individual's performance of substantially eguivalent work for
approximately ten -years without any job-related back problems,
the court held that a mere "possibility" of an injury in the
future was not sufficient to override the "strong policy of
previding egual employment opportunity.”

3._ BFOQ Defeﬁsé

Perhaps the most difficult defense to establish is that the
handicap prevents the individual from complying with a bona

fide occupational qualification (BFOQ). This defense generally
‘arises when an employer attempts to exclude all individuais

from employment who suffer from a particular physical disability.

As an exampie, in El Derado County Sheriff's Department, S1ip

op., Case No, FEP 7/-78 E4-0295 ph 79-06 (Cal. Comm, Sept. 6,

1979), the complainant was terminated from his probationary job -

as a deputy sheriff because of -the employer's determination that .
he suffered from a disqualifying hearing impairment. The

employer required that all employees comply with a minimal hearing
standard.  The use of hearing atds also was prohibited, allegedly,
because they could become inoperative or emit buzzing noises. In
determining that the employer failed to establish a basis for the
BFOQ exception, the California Commission determined that the
standard was imposed by the employer without first validating it
concerning the specific job issue.2 Thus, the California Commission
ruled that the employer's policy of excluding the complainant was
unlawful. ‘

~In the Sterling Transit decision, discussed above, the California
Appellate Court also rejected the employer's argument that it
should be permitted to refuse a truck driver's job to all persons
suffering from back problems based on BFOQ defense. The court

ZWhile the California regulations do not specifically refer to a validation
requirement, the regulations prohibit the use of any test or selection
criterion, unless it has been shown to be job-related to the position in
guestion, and an alternative that does not discriminate is not available,

Sec. 7294.1, 3 CCH Empl. Prac. Guide 20,846.11. .
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applied the doctrine from Weeks v. Southern Rell Telephone &
Telegraph Company, 408 F. 2d 228 (5th Cir. 1969), which related
to sex discrimination, and held that an emplcyer could not
"exclude a handicapped person on the basis of class alone,
unless it is proved that all, or substantially all, persons in
that ciass are unable to perform the job duties safely and
efficiently." Because no such evidence was submitted, the
employer was not permitted to rely on the BFOQ defense.

Certainly the most recent example of a broad exclusion being
struck down is ANI, in which the employer refused to hire any
individuals suffering from high blood pressure. :

What Is Reasonable Accommodation?

Employers are required by law to make reasonable efforts to remove
barriers that stand in the way of otherwise qualified disabled
applicants and employees. These efforts are called "reasonable
accommodation" and are necessary to afford disabled persons an equal
opportunity to obtain emp]oyment and to perform to the best of their
ability.

Many accommodations are minor in nature and negligible in cost. How-
ever, an employer must provide the necessary accommodation, no matter
what the cost, unless he/she can prove that to do sno would impose an
undue hardship on the aperation of the business., This determination
musi be based on an chjective condideration of & cowbination of
factors, including the size of the employer, tha type o7 operation,
and the nature and cost of the azcommodation involved,

For ease of discussicn, there are five St?ﬁueuf": for reasonabie
accommndation, They zre: 1} Work Restrictions, {2} Job Restructuring.
(3} Job/Site Mowitication, (4) Support uerv1Lw , and (5) Barrier

Removal.

1. Work Restrictions

The first, and by far the most common, method of accommodation

is the work restriction. The purpose of a work restriction is

to place a physical or environmental limitation on the worker,

The employer may limit the worker from performing certain physical
functions or restrict the worker's access to a range of environ-
nental and working conditions (elevation, weather conditions,
chemicals, etc.) during the course of employment.

2. dJub Restructuring

Job restructuring differs from work restrictions in a nunber of
important ways. Job restructuring involves the complete elimination
of nonessential duties of a position and the addition of different
nonessential duties and tasks which the worker can perform. For
purposes of reasonable accommodation, the class concept and the
essential duties of the position must remain unchanged.




Job or Site Modifications

Job or site modifications differ from job restructuring and work
restrictions in that these accommodations involve changing the .
methods and means of task accomplishment. This type of accommo-

dation is more complex and technically oriented.

Some job-site modifications which have worked successfully in
the past have included the:

¢ Acquisition of visual indicators to replace
- or coexist with bell warning systems;

& Installation of high-contrast furn1ture for
a visually impaired worker;

© Relocation of equipment controls from one
side to the other or change from hand to
foot (or vice-versa) for operation;

@ Installation of telephone dialing devices;

o Expanded use of computers, such a word
processors for handicapped employees,

Support Services

The fourth form of reasonable accommodation is the provision of
support services. Support services involve accommodations where .
another individual must interact with the handicapped: worker SO .

that the worker can perform the job.

This method of accommodation will probably be useful only for a
large organization such as a major corporation, state or federal
agency or a major county or city. It would be clearly unreasonable,
for example, for a small city to be required to employ an additional
person to assist a handicapped employee in performing his/her job.

Perhaps the most 1mp0rtant criterion to consider in the area of
support services is that the additional person must not perform
the actual essential duties of the position. The role of the
additional person is to facilitate job performance and not to
actually complete job tasks. No state or . federal regulation
requires the employment of two persons for one job.

Barrier Removal

Barrier removal really concerns two.types of barriers. The
most well known form is architectural barrier removal. The less
commonly known form is the removal of institutional barriers.




Under both 593 and 574, the employee should have access to
his or her specific work area, the cafeteria, if one exists,
and restroom facilities. The Office of Revenue Sharing
reguires new construction completed with federal funds on or
after January 1, 1977, to be accessible and usable by handi-
capped persons. Existing facilities should have beecn made
accessible no later than January 5, 1984.

In the area of institutional barriers, the Office of Revenue
Sharing regulations require that:

“(1) A recipient government may not use any
employment test, selecting criterion, or policy,
that screens out, from consideration for employ-
ment, a handicapped individual unless:

{i) The test, selection criteria or
policy as used by the recipient, is

shown to be directly related to the

essential functions of the position

in guestion, and

(i1) Alternative job-related tests,
criteria or policies that do not screen
out, or ftend to screen out as many
handicapped individuals are shown to be
not avaiiabie.

(") A recipient government shall select ang admin-
ister tests using procedures {e.g., auxiiiary aids
Lol 28 veadors Tor visudlly-impairved individisls or
aualified sign Tanguige interoretsrs for heorisio-
fapaired individuals) that ccoommodate the special
problems of handicapped individuals to the fullest
extent consistent with the objectives of the test.
The test results shail accurately refiect the appli-
cant's or employee's ability to perform the essential
functions of the job in question, rather than the
applicant's or employee's impaired sensory manual or
speaking skills, except where such skills are essential
reguirements of the jcb.”

Wnat is A Job Analysis?

The purpose of Che job analysis ic 0 provide evulayers and exanining
physicians with an accurate, obiective and detailed desoription of the
actual physicai abilities required for the safe and efficient perform-
ance of a particular job. This information is very diffarent feon the
listing of the specific tasks of the job found in the traditional job
description. The job anaiysis, as opposed to the job description,
gives the employer the information needed to match the particular range
of an individual's abilities with the physical ability requirements of
the particular position in guestion.
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Why Perform A Job Analysis?

There exists no specific statutory or regulatory requirement that an . 5
employer conduct an analysis of the physical demands of all positions.
However, the non-discriumination laws do require that an employer show
that selection criteria which exclude individuals with specific
disabilities are job-related and that reasonable accommodation is not
possible in order to justify its decision not to hire an otherwise
qualified applicant because of his or her handicap or mental condition.
Because reliance on across-the-board medical standards, that are often
not retated to actual job performance, is no longer permitted or
desirable, an anaiysis of the physical demands of each position is
necessary in order to d1scover what physical qualifications are in

fact job-related.

The further requirement that an applicant be evaluated in terms of .
his or her ability to perform the essential functions of the position |
poses an additional problem to the employer that can best be remedied
through a physical demands. job analysis. Without such an analysis, it

is difficult for an employer or -an examining physician to know which

duties are essential and which are not. Though the term "essential"

has not yet been judicially interpreted, one can assume that some of

the factors to take into account include the importance of the function

to the purpose of the job, how often the function must be performed and
whether the ability to perform the function iz necessary in an emergancy

or to avoid physwca] harm

Summary . .

After consideration of all of the legal requirements concerning non-
discrimination in employment on the basis of handicap as set forth in-
the applicable statutes, regulations and judicial decisions, it is
clear that there are a number of factors that must be taken into
account by an employer when deciding whether to hire a handicapped
applicant. Those factors can be summarized as follows:

1. What are the duties of the particular
position.in question?

2. What are the essential duties of the
position?

3. What is physically required for the
safe and efficient performance of the
essential duties of the position?

4, Is the individual applicant currently
: able to physically perform all of
the essential duties of the position
safely and efficiently?




'

5. If not, is there any accommodation which,
if provided, would enable the applicant
to so perform?

6. If so, would the provision of this
accommodation impose an undue hardship
on the employer?

In order to make an informed employment decision, taking into consider-
ation all of the above factors, an employer must have available specific
information about the job, the applicant, and possible accommodations.
Only then can the required individualized assessment be made.
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ISSUE

BACKGROUND

ANALYSIS

August 15,

® -

the 5,000 original copies.
cost not to exceed $13,710, through October 1,
that an evaluation of the Sourcebook be made to determine the Sourcebook's
effectiveness and uses prior to the October 1984 Commission meeting.

1984.

1984.

Should POST continue funding the cost of reproduction and postage of the
California Peace Officer Legal Sourcebook bi-monthly updates?

On December 1, 1983, POST entered into an interagency agreement with the
Department of Justice to fund,.at a cost not to exceed $40,000, the producticn
and distribution of 5,000 copies of the California Peace Officer Legal
Sourcebook. ‘

At the April, 1984 meeting, the Attorney General requested additional funding
to pay for reproduction and mailing of the bi-monthly Sourcebook updates for
The Commission approved this funding request, at a

The Commission requested

During May 1984, POST staff provided the Attorney General's Office with

technical assistance in the development of a survey of the field to provide
input into the evaluation of the Sourcebook.
distributed during July, 1984, to over 700 regular and specialized agencies,
academies, and community colleges with a cover letter requesting a return. by

The survey, Attachment A, was

Our analysis of the survey results (itemized on Attachment B) and independent
contacts with law enforcement agencies and academies indicate that:

1. The Sourcebook is used most frequéntly by field officers and
SUNervisors.

2. The Sourcebook is used several times a week by most agencies.

The Sourcebook js used frequentiy as a legal reference, a resource for
field questions, preparing training materials and improving technical
knowledge, and the one most common write-in response was in preparing
search warrants.

POST 1-187 (Rev, 71/82)




4. The Sourcebooks are updated promptly.

5. The Sourcebook is considered by most agencies to be either extremely
valuable or very valuable.

6. Sqme law enforcement agencies with audio-visual media production
capability, particularly videotape, are producing films for in-service
training based upon the sourcebook information.

All indications are that the Sourcebook has been very favorably received by the
field. This would most probably be lost if the bi-monthly updates were to be
discontinued. The Sourcebook has been produced and prcomoted as a publication
of the Attorney General's Office and is not directly related to POST's primary
mission to provide California law enforcement training. It is recognized that
the Sourcebook is used as a rescurce in developing training.

Alternatives Available to the Commission:

Discontinue Funding

The current interagency agreement and augmentation will terminate October 1,
1984. This alternative may have a significant impact on the Attorney General's
Office in maintaining the updates,

Continue IFunding Indefinitely

This would create a concern over setting a precedent in the funding of another
agency's publication.

Continue Funding for the Remainder of this Fiscal Year

It would appear appropriate to suggest that POST continue providing funding
for this purpose for the remainder of this fiscal year due to the budgetary
problems of the Department of Justice and the necessity for the Department of
Justice to have the opportunity to amend their 1985-86 budget to incorporate
this cost. Monthly costs for printing and postage for the updates are $4,145
and, therefore; the costs for the remainder of this fiscal year (Octoker 1 -
June 30) will be $37,303.

RECOMMENDATION

Approve funding of printing and distribution costs of the Sourcebook for the
remainder of this fiscal year, at a cost not to exceed $37,303.00, with the
understanding that the Attorney Generalfs (Office will budget for and continue
funding thereafter.




ATTACHMENT A

CALIFORNIA PEACE OFFICER LEGAL SQURCEBOOK SURVEY

A.
Name of Agency/Institution Contact Person Phone No.
B. Agency Size, Sworn Peace Gfficers (Circle appropriate response)
01. 500 and over 04.  200-299 .07, 50-74
2. 400-499 g5. 100-199 08, 25-49
03, 300-399 06. 75-99 09, 1-24
C. What rank(s) most frequently use the Sourcebaok? (Circle appropriate response)
04. 0fficer/Deputy 02. Supervisor, e.g., Sergeant 0T. Executive, e.g., Chief
03. Manager, e.g., Lieutenant or Captain Qther =
Specity
. How frequently, on the average, is each Sourcebook used? (Circle appropriate response)
05. More than once a day 03. Once a day al. Once a week
04, Several times a week 02. Once a month a. Not used
E. - How is the Sourcebook used? (Circle appropriate response)
Never Seldom Frequently Often
As a legal reference? 0 01 02 03
As a resource for field questions? 0 01 02 a3
To prepare Iraining mater ials? 0 01 02 03
As a study resource for promotions? 0 01 02 03
For other purposes {specify)
01 0z 03
F. Are the Sourcebooks promptly updated upon receipt of the updates?
(Circle appropriate response)
02. Yes
01. No Comments:
G. How would you characterize the value of the Sourcebook? (Circle appropriate response)
03. Extremely valuable Q1. Not very valuable No opinion
2. Yery valuable a. Cf no value




value,

H. Please describe one specific event or activity in which the Sourcebook proved to be of

™

I. Suggestions for Improvement?

N

Use the enclosed stamped, addressed envelope to return to:

Herb Hoover

California Department of Justice
Division of Law Enforcement
Investigations and Enforcement 8ranches
4949 - Broadway

Sacramento, TA 95820

#57858/068A




_ ATTACHMENT B
CALIFORNIA PEACE OFFICER LEGAL SOURCEBOOK SURVEY ANALYSIS .

During the month of July 1984, approximately 700 survey instruments were sent
to all California agencies that received one of the original 5000 copies of
the Legal Sourcebook. A total of 419 or 60% of the returns were received by
the August 15, 1984 return date.

The following is the results of this survey:

Agency Size

500 and over 7% 200-299 32 50-74 10%
400-499 1% 100-199 9% 25-49 17%

300-399 2% 75- 9% 5% 1-24 40%

What Rank(s) Most Frequently Use The Sourcebook?

Officer/Deputy 17% Manager 12%
Supervisor 55% Executive 16%

How Frequently, On The Average, Is The Sourcebook Used?

More than once a week 72 Once a month 8%
Several times a week h2% Once a week 23%

Once a day . 9% Not used : 1%

How Is The Sourcebook Used?

Never Seldom Frequently Often

As a legal reference 4% 9% 56% 31%
As a resource for field questions? 8% 12% 56% 24%
To prepare training materials? 15% 26% 32% 27%
As a study resource for promotion? 37% 36% 18% 9%
For other purpose (Specify) 88% 2% 6% 4%,

Are The Sourcebooks Promptly Updated Upon Receipt Of The Updates?

Yes 98%
No 2%

How Would You Characterize The Yalue 0Of The Sourcebook?

Extremely Valuable 50% Not Very Valuable 1% No Opinion 1%
Yery Yaluable 48% 0f No Value 0%

The respondents were also asked to describe ore specific event or activity in
which the Sourcebook proved to be of value. The most common response was in
the preparation and use of search warrants.

Respondents were also asked for suggestions for improvement. There were a
total of 68 comments in this area. Most of these comments were complimentary
of the Sourcebook rather than suggestive. The most common suggestions were to
provide more information on traffic law, on the design or the index, and more
frequent updates.

63198
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ISSUES

What role should POST assume in the production and distribution of instructional
media related to Taw enforcement training?

BACKGROUND

Staff has for some time been exploring what role, if any, POST should play in the
production and distribution of instructional media (films, videotapes, slides,
etc.) related to law enforcement training. Such media has increasingly become
recognized by Taw enforcement agencies and training presenters as an efficient
substitute for, or supplement to, police training. In addition %o police training,
such media has become a convenient means to treansmilt information to peace officers
as well as tie public through public service announcements, ctc.

With recent advances in technology, production of videntapes especially has become
a re attractive mzans for developing training and information programs. Numaerous
Taw enforcement agencies and training presenters have develoned the expertise and
acquired the equipment to produce adequate-to-excellent videotapes for training and
information distribution.

POST has recognized this great potential and by previous Commission direction
pursued the development of a POST Instructional Madia Catalog to facilitate the
sharing of this media and to minimize duplicative production efforts. The catalog
is described under Attachment A, Staff believes this is a significant, h1atony—
making role for POST to play in the field of media production and distribution for
California Taw enforcement.

In addition to the catalog, staff has explored what other roles, if any, POST
should play in media production and distribution. This has been done in con-
junction with the POST Instructional Media Producers Committee composed of Taw
enforcement agency media producers. This committee {Attachment B includes a list
of the current participants) has provided continuous input to staff on all media
matters. Other possible POST roles have been rescarched and include: (1) POST
serving as a coordinator of media preoduciion without funding productions, and (2)
POST serving as provider of supportive services to assemble subject matier experts
for non-commercial media producers to provide input on media productions in return
. for making the medic available to law cenforcement at the Towest cost possible, and
(3} POST funding production of media related to police training.

YOS 1187 (Rev. 242}




At the June 1984 mecting, the Commission directed staff to study POST's role
in funding the production of training videotapes for Yaw enforcoment in
consultation with the Attorncy General's staff. Alternative POST roles are
addressed separately in the following analysis.

ANALYSIS

POST As Coordinator of Media Productions. The major agency, non-commercial
producers of media for Taw*cnforcement training, have expressed a need for

POST to serve a coordinative role for needed media productions "that have
statewide applicability.” Under this concept POST staff, using existing
resources, viould funnel identified statewide training and/or media nends to

the POST Instructional Media Producers Committee. Individual agencies or

small groups of agencies would volunteer to produce such wedia especially if

it is also considered a departmental production need. This concept has already
been experimented with on a limited basis stccessfully, with at least three

- video productions in progress. If the Comnission concurs, this process could
he streamlined and formalized without additional cost to POST. Staff has haen
impressed by the professional willingness of law enforcement agencies to share
and siaowcase their production efforts with all of California law enforcement.
It is recommended the Commission approve POST serving a coordinator role in
media productions. :

POST As Provider of Supportive Services of Media Productions. As the
Cormission ¥nows, extensive use of subject matier experts is routinely made to
dovelnp and veview training carriculum, Building on this concent, an addi-
ticnal role POST could nlay in the production and distribution of media is to
racilitate tne bringing together of smail groups of subject mattar experts
upon reguest of agency media producers to provide input as to media content,
In addition, supportive services would include the identification of subject
matter experts. This would greatly benafit the agency wedia producers as well
as nelp "universalize” productions for use by all agencies. - In return for the
service, the producer would agree to make the production available to Taw
enforcement at the Towest cost possible. It is envisioned under this role,
the Attornay General's 0ffice would qualify for such supportive services. It
is estimated that there would be nominal costs to POST ($20,000-%30,000 per
year) which would be handled as POST Special Seminars. It is recommended the
Commission approve a POST role in the provision of supportive services for
media productions as described above. The process of POST serving as
coordinator and provider of support services is diagrammed in Attachment B.

POST as Distributor of Media

The idea of POST establishing a statewide or series of regional film libraries
nas been thoroughly researched and has been determined not to be desirable or
feasible at this time. The POST Instructional Media Catalog is considered a
more appropriate means to facilitate the sharing of information on available
media. Several regional fiim libraries, some through regional training
centers, already exist without POST funding. Our research has indicated that
film libraries are exceptionally expensive to develop and maintain because of
the necessary computer and repair equipment, staffing, postage, etc. Also,
some agency media producers object to relinquishing control over distribution
of their self-produced media. :




POST As Producer/Funder of Media Productions. Because staff has access to
most of the major agency producers of media thirough the POST Instructicnal
Media Producers Committee, the vast array and numbers of videotapes being
regularly produced has become obvious. These productions have not resulted in
any POST expenditures. Nor have these major agency producers indicated their
desire for POST to fund productions. This sugaests there is no overwnelming
need for POST to fund non-commercial productions.

Arguments for and against POST funding media productions for law enforcement
training in general, can be summarized as follows:

For

1. HWould bring recognition to POST,

2. Can enhance departmental training.

3.  Can supplement existing POST-certified training.
Against

1. Ho evidence that existing producers are not capable of meeting
production needs with local funds,

2. Vould be a costly undertaking to initially develop and to keep the
media updated.

3, Funding one producer could result in other requests.
4, Would he a new and controversial role for POST.

5. Heed to first evaluate the nff ctiveness of othar less costly roles,
H

i.e. "Cataleg," "Coordinator,” and "Provider of Supportive Services."
7. Difficulty in determining cost-effectiveness for a given production.

The POST Instructiconal HMedia Producers Committee, which represents the major
law enforcement agency producers of training media, have unanimously recom-
mended that POST not fund media productions for the following reasons: (1}~
existing media producers are fully capable of producing media on atmost any
neaed at no cost to POST and (2) the otiter POST roles in media production need
to have a chance to be evaluated to determine if media needs can be
efficiently addresserd.

At this time there does not appear to he a demonstrated need for POST to fund

production. Potential costs would be high; therefore it would appear unwise

to commit POST to a role in production funding. However, it would appear

reasonable to retain the option to assist financially with production of a

film in the event that a critical statewide necd is identified and theé need
cannot be met otherwise.

The issue of whether POST should become a producer and/or funder of media
productions is a policy issue that onty the Commission can address. If the




Commission wishes to consider becemming a producer and/or funder of madia, the
production options available include:

1. Develep a Media Production Capability Within POST. This option would .
provide greater control over production content and quality, but
would be costly.

2. Provide Fund1ng to Media Producers For Specifically Identified Needs.
This option would result in 1ess control over media content and
qua11ty but would be less costly, especially if production costs are
shared, Under this option specifically identified needs would he
funded only after it was verified that no media already existed and
other no-cost means to develop the media had been exhausted.

RECOMMENDAT IONS

Approve the following Commission policies for POST's role in media production
with whatever amendments or refinements the Comwission may deem appropriate:

1. Coordinate identification of needed subjects for media production.

2. Act as a catalyst to bring madia producers and subject-matter axperts
togather in the developmantal stages so that productions may have the
benefit of the widest possible input and be technically sound and
corrvect.

3. Assist in the "signal calling" role to coordinate which producers
will produce wiich subjects, with a purpose of avoiding costly .
dupiication. :

4. Develop guidelines for production quality with the producers.

5. Provide a process whereby the fact that a video production has been
developed under the guidelines of the POST Instructional Media
Producers Commnittec appears in the videotapes.

b. Act as a computerized clearinghouse for the distribution of
information on media through advertising the availability of training
media catalog.

7. Encourage duplication of certain selected media to make them more
accessible to regional repositories and to trainers generally.

8. Avoid direct participation in production costs; nowever, in the event
of a critical statewide need, that cannot be met otherwise, assist in
the funding of production to meet that critical need. (The Executive
Director has authority to sign-contracts up to $10,000 for training
gfforts, which could include media productions. Any amounts above
that would, of course, need to be approved by the Commission.)

#52288/231A  10/01/84 | | .




Attachment A

* PROGRESS REPORT: POST - INSTRUCTIONAL MEDIA CATALOG

BACKGROUND

Responding to the need for POST to assess its possible role in the production,
reproduction, or distribution of instructional media for law enforcement train-
ing, POST staff met in October 1981 with a group that came to be known as.the POST
Instructional Media Producers Committee. Consisting of representatives from the
law enforcement agencies producing most of the police training media in California,
the Committee has worked with POST staff to develop an Instructionat Media Catalog.
A current 1ist of participating members and agencies is shown on pages 3 and 4,

The Instructional Media Catalog is a major part of the clearinghouse concept
recommended by the committee and endorsed by the POST Commission on numerous
occasions during the past several years. According to the concept, POST would
establish a computerized data base of information relating to 1nstruct1ona1 media
for law enforcement training. Included in the data base wou?d be:

1. A listing and description of aud1o-v1sua1 tratn1ng programs and where to
obtain them

2. An inventory of audio-visual equ1pment 1nc1uding major production. items,
ava11ab1e within agencies. : ‘

3. A list of agency personnel 1nvo1ved in production of media for tra1n1ng,
and a roster of subject-matter experts to be contacted.

4, Identification of other resources to aid in the production, reproducticn,
and distribution of instructional media programs. : :

Item #1 information will be included in the Instructional Media Catalog. The
other information items may be added to the data base later. -Targeted for first
publication in early 1985, the POST Instructional Media Catalog will enable law
enforcement agencies for the first time to. tap a heretofore unavailable source of
training material--the non-commercial audio-visual programs produced by law
enforcement agencies. By facilitating the exchange of this material, the catalog
will greatly expand agency access to suitable low or no-cost instructional media. .
Estimates of the number of agency-produced media programs to be Tisted in the
catalog run as high as 1,000, Added to this would be the media productions of
private commercial producers willing to 1ist in the Instructional Media Catalog.

Thus, in one POST Instructional Media Catalog would be contained all necessary

‘ 1nformat1on for acquiring either non-commercial or commercial audio-visual

material, ‘A law enforcement training manager, for example, would be ahle to refer
to the catalog and locate training programs in a specific subject area, a specific
media format, a certain time length, a definite cost, and a certain source. The
catalog is a1so expected to greatly benefit training presenters, P0OST-certified
and otherwise, by making this information conveniently available to improve
quality.




Considered and rejected was the concept of POST establishing either a film/video
tape 1ibrary or a series of regional libraries. This alternative was rejected
because of its much higher costs and local agency producers losing control of
their media productions.

Access to this wealth of information is expected to greatly benefit the producer
of media programs as well. Awareness of available training material in specific
subject areas will certainly reduce unnecessary duplication of production
efforts, This, in turn, will save local agency producers their investment in
time, equipment, and personnel on production of media programs that have already
been develcped by some other agency.

PRESENT STATUS

RDetailed design of the system and programs for the Insructional Media Catalog is
proceeding now, on schedule, Various forms have been designed in preparation for
the "input phase" of the project, beginning in October, when agency and other
producers will be asked to submit information about their media productions for
entry into the computer data base at POST. As an example, page 5 is the
Instructional Media Catalog Item form that will serve as the primary input
document. Following entry of the information, the system will be tested in early
1985, The Instructional Media Catalog is expected to be published and distributed
shortly therafter.

In conjunction with the development of the catalog. POST staff will be coordin-
ating with the Instructional Media Producers Committee the operation of an exten-
sive publicity campaign. The najor purpose of the campaign will be to ensure the
fullest participation by all producers of Taw enforcement training media, and
awareness of the Catalog's benefits to all law enforcement agericies. Publicity
will be accomplished through POST Scripts, addresses to professional groups, and
the use of a video tape "Sharing the Wealth," produced by members of the
Instructional Media Producers Committee.

Distribution of the Instructional Media Catalog will be to all California law

- enforcement agencies, presenters of POST-certified courses, and participating
public and private media producers. The catalog will be printed annually, with
three additional quarterly updates. There will be no cost for the catalog to
those agencies identified above., It is anticipated that the annual cost of
producing the catalog will be approximately $10,000, which can be accommodated
within existing resources.

A protatype of the catalog is available upon request. Staff believes the POST
Instructional Media Catalog is a major historical advancement in police training
for California and should serve as a model for other states. Inquiries have
already been received from other states about the program and feasibility of
networking or media-sharing once the catalog is implemented.

62278/0%




INSTRUCTIONAL MEDIA PRODUCERS COMMITTEE

Shelby Worley, Captain

Academy Coordinator

Academy of Justice, Riverside County
1500 Castellano Road

Riverside, CA 92509

(714) 787-6496

Art Garrett -

Audio-Visual Specialist

Alameda County District Attorney's Office
1225 Fallon Street, Room 900

Oakland, CA 94612

(415) 874-6565, Ext. 304

Russell M. Turner

Multimedia Specialist

Legal Information Center
Office of the Attorney General
1515 K Street, Ste. 383
Sacramento, CA 95814

(916) 324-7872

Bob Thorn, Coordinator
Butte Center, NCCJTES
3536 Butte Campus Drive
Oroville, CA 95985
{916) 895-2401

Ross DuClair

Televisicn Specialist

California Highway Patrol Academy
3500 Reed Avenue

Bryte, CA 95605

(916) 372-5620, Ext., 270

Bruce Rayl

tast Bay Regional Parks Police
P. 0. Box 2354

Castro Valley, CA 94546

(415) 881-1833

Yal Birkett

Training Bureau

Huntington Beach Police Department
2000 Main Street

Huntington Beach, CA 92648

(714} 960-8811
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Dave Bailey

OIC, Television Studio
Training Division

Los Angeles Police Dept.
150 N. Los Angeles Street
Los Angeles, CA 90030
(213) 485-4008

Chris Miller

Media Resource Unit

Training Bureau

Los Angeles Sheriff's
Dept. Academy

11515 So. Colima Road

Whittier, CA 90604

(213) 946-8511 Ext. 7841

Tom McBride

Instructional Media Service
(College of the Redwoods)
Eureka, CA 95501

(707) 443-8411, Ext. 554

John Metcalf

Rio Hondo College

3600 Workman Mill Road
Whittier, CA 50608
{213} 692-0921, Ext 22}

Mike Doyle

Personnel and Training Section
Sacramento Police Department
813 6th Street

Sacramento, CA 95814

(916) 449-5263

Roger Renn
Training Academy
San Bernardino

Sheriff's Department
P.0. Box 569
San Bernardino, CA 62402
{714) 687-6453

George Head

Training Division

San Dieqo Police Department
801 W. Market Street

San Diego, CA 92101

{619) 236-6736




Matt Percz, Training Division

San Francisco Police Dept. Academy
2055 Silver Avenue

San Francisco, CA 94124

(415) 641-8827

Ron Gaumont

Training Unit

San Jose Police Department
201 W. Mission Street

San Jose, CA 95110

(408} 277-4345

Sergeant Josef Hazouri
Supervisor, Video Unit

San iLuis Obispo Police Department
P. 0. Box 1328

San Luis Obispo, CA 93406

{805) 549-7353

Paul Gonsalves

Video Training Unit

Santa Ana Police Department
P. 0. Box 1981

Santa Ana, CA 92702

(714) 834-4089

VYern Renner, Director
Santa Clara Valley Criminal
Justice Training Center
2075 Camden Avenue
San Jose, CA 95124

(408) 988-2150

Roy Freeman

Video Training

Westminster Police Department
8200 Westminster Avenue
Westminster, CA 92683

(714) 898-3311, Ext. 397




State of Celifornia Departmont of Justice
‘ COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING
INSTRUCTIONAL MEDIA CATALOG ITEM Mailing Address
P.0. Box 20145
- Sacramento, California 95820-014%
A. TOPIC CATEGORY NUMBER (5] (Sec IMC Tapius List on reverse for numbersj [POST USE ONLY
) PRIMARY: SECONDARY: R
B. YITLE -
c. ) E. -
MONTH AND YEAR PRODUCED - DURATION (1N MINUTES) ____ PRODUCER CATALOG NUMBER e
F., CONTENT {(5ea everse side for instructions and exampijes}
G. TARGET AUDIENCE
{LAW ENFORCEMENT PERSONNEL) INON-LAW ENFORCEMENT)
O civilian Emptoyee | tnvestigator O General Public
1 Recruit [0 superwsor {3 Elementary School
0O Cfficer [ Maonager/Administrator | High School
H. FORMAT
_ BAw W) ) B/ W)
[ Audio Cosseite D 8 mm Tl 1 mm ) 35 mm Fitm | 2 %" geta Migeo Tape ]
) audio Record C} Filmstrip | Ol v virs Video Tape |
L] 35mmSlide [ with Sound) O 3 - U-Matic Video Tape ]
T3 Oiher (specity): i A
|. SUPFORTING MATERIAL
' vigndours T} outine i Serips [ Traneparences T None
3 Lesson Plans [ Pre/post Tests ) Training Bulieting [0 work Back
J. DISTRIBUTION
O Law enforcement agencies only
L] Law entorcement agencies ang/or public presenters of POSTcertified courses
[ The abave, general public and/or private presenters of POSTcertificd courses
K. COSTS
Copy (tape grovided by user} £ Preview $ __ . el 5 _ —
Copy (tape provided by pinduecer! S S Purchases & __
L. MEDIA PRODUCER o )
MNAME — —— S
{Law enfojcement agency, Lrainmyg institution oF camimel clai yenddr |
ADDRESS
PATY CTELEPHONE | )
CONTACT PERSON'S TITLE AND WORK UNIT — =
. M. PRLFEHMRIL MODE OF CONTACT
) vecerrone () perarTMENT LETTESR {Cl purcHAsSE ORDBER Ci vosy onper Form

FOLE L2 (Bda)
-

INSTERUCHIONS QN WWEVERNE




COMPLETION OF THE INSTRUCTIONAL MEDIA CATALOG (IMC) ITEM FORM

The IMC tem form is to be completed and submitted to POST by the producer {not simply holder) of each media item to be entered for
the first time imto the dats bank at POST, Media information in the data bank is the basis 1or printing ol the anaual Instructional Media
Catalog and quarterly updates 10 the catalog. It is important, therefare, tor the information to be camplete, accurate, and in accord with
instructions qiven below,

Instructions For Completing The Form:

A. TOPIC CATEGORY: Enter number{s) only fran applicable topics listed below, primary 1opic separate from secondary 1opicls).
If you are in doubt about which number applies to the primary topic, refer to the Expanded Subjects List in Section B of the

mm o oo

- X =

. Instructional Media Coataiog. Identification of all appropriate topic categories for an item will aid catalog users in finding available

instructional media on a given subject.

@NmO R W=

Administration of Justice Components 14, Law: Basic Concepts and Techniques
Alcohol Abuse o . 15. Law: Specific Crimes or Situations
Communications, Interpersonal and Written 16, Law Enforcement Agency Support Functions
Community Relations 17. Law Enforcement Piofession and Ethics
Crime Prevention 8. Muajar Incidents [Disasters, Riots, Terrorism)
Custody ‘ 19. Narcotics and Dangerous Drugs

Evidence: Law, Concepis, Technigues 20. Officer Satety/Survival

First Aid/CPR/EMT ' ' 21. Paturol: Basic Concepts and Techniques
Foree, Weaponry, Defensive Tactics 22. Patrol: Specific Situation Technigues
Health and Physical Fitness 23. Stress: tdentification, Cause and Cure
Investigation: Basic Concepis and Technigues 24. Supervision and Management

Investigation: Specific Crimes or Situations 25. Traffic: Law, Concepts, Technigques
Interrogation and Imerviewing 26. Vehicle Qperations

TITLE: Enter full titte of media item.
MONTH AND YEAR PRODUCED: Enter acwual date if known, or your best estimate, in numerals.

DURATION: Enter length in minutes for discrete-time media item,

PRODUCER CATALOG NUMBER: Enter your media identification number for the item.

CONTENT: Describe clearly the instructional objectives of the training medin item 1itled above. Be specific and concise. DO
MOT repeat information provided elsewhere on this farmm. DO indicate any particular emphasis{es), type of presentation
{documentary, interview, simulation, resnagtment, vie ), content {action, analysis, conclusion}, eic, that can aid the catalog user
to determine if the media itern is appropriate for his/her department’s need. EXAMPLES:

CIVIL LIABILITY OF POLICE OFFICERS

Reviews what acts can be sued for, seeking to define the officer’s duties an and off the job with regard to cases that invite
intervention, Examines the growing vulnerability to civil suits and emphasizes the impartance of good decisions.

ALADY CALLED CAMILLE

Portrays the devastation of hurricane Camille, emphasizing the emergency plans, the role of rescue teams, the help from
valunteer groups and from the military, which helped reduce the suffering and casualties. Excellent documentary footage for
emergency planning and civil defense training.

OFFICER STRESS AWARENESS [INTRODUCTORY FILM)

Brings ta the attention of oificers the sources of stress in their profession, and the passible long-term effects of stress that is
not deliberately de-fused by awareness and reiease techniques. Suggests ways to deal with the wide range between boredom
and anxiety occasioned by most police work. Emphasizes the importance of recognizing the multiple aspects of the problem.

THE RIOT MAKERS

Films actual demonstrations and riots, portraying the role of radical organizers. Based an a book by Eugene Methuin, designed
to expose the real causes of givil commaotion.

.

THE SHOPLIFTER -

Details techniques used by amateur and professipnal shoplifters. Emphasizes how much of this stealing could be prevented
by alert employees. A convicted shoplifter demonstrates stealing methods under actual business conditions.

TARGET AUDIENCE: - Check appropriate boxl{es). .
FORMAT: Check appropriate box(es).

SUPPDRTING MATERIAL: Check appropriste Sox(es).
DISTRIBUTION: Check one box only.

COSTS: Check appropriate boxles).

MEDIA PRODUCER: Enter completely your agency/institution/company name, address, and telephane number. Enter only the
title and work unit of the contact person who witl handle distribution of the media item.

PREFERRED MODE OF CONTACT: Check appropriate box(es).
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7
!

Referred to

2

/”
Media

Need
Identified

8 Feedback and

Evaluation
\
7

by Producer

‘

62288/231
- 9-26-84

POST Instructional
Media Producers
Commi ttee

Distribution

S—

* ATTACHMENT 8

N Media
3 Producer(s)
Identified
\\§M
POST
Support
4 Services
(If needed)
Process ,
/
5 Media
<+ Production
////////
Entry into &
6 POST Instructional
Media

Catalog and
POST Scripts
(Selectively)




COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

ComMmMISSION AGENDA ITEM REPORT

Agenda Ttem Title Meeting Date
Length Of And Reimbursement For The Basic Course October 18, 1984
Buresu Reviewed By Kesearched By
Training Program Services Hal Snow
Exyve Director Approval Date of Approval - Date of Report
Ut en / M /73 g‘/ October 2, 1984
Purpone: 4 Yes (See Analysis per details)
[SaDccinLon Requested [:]Information Only [:iStatus Report Financial Impact No

In the space provided below, briefly describe the ISSUE, BACKGROUND, ANALYSIS,—and RECOMMENDATION. Use additional
sheets if required.

ISSUES

Should the present 400-hour minimum length of the Basic Course be increased?
Should the 400 hours maximum reimbursement for the Basic Course be increased?

BACKGROUND

The Commission, at its October 1979 meeting, approved converting the Basic
Course curriculum to performance objectives, effective July 1, 1980, At that
time there was uncertainty as to whether the newly adopted performance

. objectives could be satisfied in 400 hours. Since the inception of Basic

Course-mandated performance objectives in 1980, curriculum has been added
based on Tegislative and job task mandates (Report Writing, Child Abuse,
Sexual Exploitation, and Sexual Abuse of Children, etc.) which has further
stretched the 400-hour minimum Basic Course.

POST reimbursement for the Basic Course has been at a maximum 400-hour level
since 1969, The average length of the certified Basic Course has exceedad 609
hours for several years. Only two academies (State Parks and Recreation and
State Forestry) present the 'course in less than 500 hours.

During 1983, the certified Basic Course presenters were surveyed as to the
number of actual instructional and testing hours being devoted to the
presentation of the Basic Course. In addition to the academies' completion of
the survey instrument, follow-up interviews were conducted in order to
properly analyze the survey results. Because of the uniqueness of some
individual presentations and the method of data presentation, data from only
24 academies were able to be used in studying the adequacy of the POST minimum
Basic Course. (The average Basic Course length of the 7 academies not
utilized in the analysis is 714 hours).

The survey results are found in Attachment A. The academies were asked to
state the actual instructional and testing hours they devote to the minimum
POST Basic Course by learning goal area {Part A of the survey results). They
additionally were asked to list the locally determined subjects {actual
instructional/testing hours) that they additionally present in their certified
., courses (Part B of the survey results).

POST 1-187 (Rev. 7/82)




A profile of the average academy length statewide reveals:

Instructional Hours to Meet POST Minimum 500

Testing Hours to Meet POST Minimum 48
Total Average Hours to Present/Test 5Ag

POST Minimum Basic Course
Average Hours for Locally Determined 92
Subjects T
Total" 640

The minimum reported length was 445 hours. The data reflect formalized
instructional and testing hours and does not include individual remediation
hours. -

ANALYSIS

Based on the survey data and follow-up interviews with all of the academies,
staff concluded that the minimum number of hours to present the Basic Course
was 480 hours., (See Attachment B for staff recommendations for functional
ar$a)instructiona1 and testing hours modifications to Commission Procedure
D-1.

When reviewing the optional/locally determined instruction, 93 different
subjects were listed. The only consistent and significant optional item
presented statewide is physical training. The Basic Course does not now
include physical training performance objectives. '

Under a separate item on this agenda it is recommended that physical training
and conditioning become a required part of the Basic Course, Should the
Commission accept that recommendation, the actuwal minimum {ime required for
the course would increase from the presently estimated 480 hours to
approximataly 520 hours.

It seems appropriate for the Commission to address the issue at this time, An
increase in the length of the course would result in a more accurate statement
of the actual time required for the mandated performance objectives and would.
not 1ikely have any adverse effects on presenters or law enforcement agencies.
An increcase in the course would require a public hearing and would require
addressing the related issue of maximum reimbursement,

Reimbursement has been held to a maximum of 400 hours since 1969 when the
minimun course length was 200 hours. Though it has not been a stated reason,
it is believed that financial constraints have, in part, prevented an increase
in the maximum reimbursement. There has been a desire to maintain a "balanced
program," and consegquently a feeling that the Basic Course should not consume
too great a percentage of total reimbursements.

Reflection on this issuc suggests that it might be more appropriate to set the
length of the course at its reasonable minimun - and address the financiad
aspect in a different manner. The Comission could now, and in future years,
effectively control Basic Course reimbursement by adjustments in the salary
reimbursement rate. Salary is by far the largest expense category in Basic
Course reiwbursement. Salary rate for that course could be set independent of
satary rate for other courses.




In 1983-84, Basic Course reimbursement of $8.2 million represented 35.8% of
the total reimbursements paid. The Commission could hold to that same
percentage this year by allocating no more than $9.7 million.. Conservatively,
tha$ amount would provide reimbursement for 2800 trainees approximately as
follows:

Basic Course Hours Salary Rate .
400 70%
440 . 65%
480 60%
520 56%

Income to the POTF has increased substantially in recent years, and an
increase in reimbursement for the Basic Course can be accommodated now at some
tevel and in future years. Should the Commission concur with the need for
increasing both the length of, and reimbursement for, the Basic Course, both
issues could be resolved at a public hearing in January 1984, Actual
reimbursement rate for this fiscal year could then be determined with a
reasonahly c¢lear view of the overall status of this year's reimbursement
budget. -

RECOMMENDATION

Schedule a public hearing for the January 1985 meeting to consider an increase
in the minimum Tength of the Basic Course to 520 hours, and to consider
increasing maximum reimbursement to the same level.
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ATTACHMENT A

. ' - LENGTH OF BASIC COURSE STUDY

RESULTS OF SURVEY QUESTINWHAIRE
APRIL 1933

\

|

COMAISSION ON PEALE OFFICER STAMDARDS AND TRATHING
|

\

PART A - POST MINIMUM BASIC

- Instructional Hours Testing Hours
(Name of Academy) Indivi. State Indiv. State
Academy  Average  Range Academy  Average  Rang?
1.0 Professional Qrientation _ (10 Hours)* 16.25 1.5-28 1.0 .5-2.5
1.1.0 History and Principles of Law -
3 Enforcement . 1.5 0-4
1.2.0 Lsw Enforcoement Professio T.2 0-3
1.3.0 T[thics - 1.7 ,5-1
1.4.0 Unethical Dehavior ) R - .
1.5.0 Department Orientation —— Z® _ o1
** 1,6.0 Career Influences *% ¥
1.7.0 Administration of Justice Compenents 1.9 1-4
1.8.0 Related Law Enforcement Agencies T.3 “U-a
7.9.0 California Court System 2.2 5k
1.10.0 California Corrections System T8 .54
2.0 Police Cemaunity Relations {:5 Hours} 18.5 12-58 1.0 L5-2.1%
. 2.1.0 Comnunity Service Concent 2.5 1-6
2.2.0 Community Attitudes and Infilusnces 5 U
2.3.0 Citizens Evaluation 2 Lb-h
2.4.0 Crime Prevention 3.4 1,59
2.5.0 Factors Infiuencing Psychological 5.4 g
Stress
3.0 Law {45 Hours) 65.3 45.-62.5 4.3 2-1
- s e e IO
3.1.0 lIntroduction to Law 1.4 .2-5.5
2.2.0 Crime Elements 1.2 AR
3.3.0 Intent 1.0 T3TE
3.4.0 Parties to a Crime 1.0 T
3.5.0 O[(ofenses T.1 D
3.6.0 Probable Cause 1.5 254
3,7.0 Attempt/Conspiracy/Solicitation 1.4 17
3.8.0 OCbstruction of Justice T3 RN
3.9.0 Theft Law V.4 4 -d
3.10.0 Extorticn Law ) .3 AT
3.11.0 Embezzlement Low T 9 IS
3.12.0 Forgery/fraud Lau I | LT3
3.13.0 Burglary Lav N T.6 77 &
3.¥4.0 Roceiving Stolen Proporty law T Ty AN
3.15.0 Melicious Mischief Law R NN
3,16.0 Arson Law R P Y 2
3.17.0 Assault/Battery Law LA A7
3.18.0 Assault With beadiy Weapen Law R 35T
3.19.0 Mayhen Law N 121
3.20.0 felonious Assaults Law 1.3 s
3.21.0 {rimes Against Chitdren Law A AT

.*Minimlzm POST Hours
somitted vom Quostionnaire




Instructional Hours Testing Hours

Indivi, State - Indiv, State
. Acadowy  Average  Range lCademy  Average  Range

Law (cont.)

3,22.0 Public Huisance Law 1.3 L2-2.5
3.23.0 Crimes Against Public Peace Law 1.5 4725
3.24.¢ Doadly Meapons Law 1.5 A
3.25.0 Robbery Law 1.3 .3-3
3.26.0 Kidnapping/False Imprisonment Law 1.3 LZ-%
3.27.0 Homicide Law 2.0 .
3.28.0 Sex Crimes and Crimes Against Children 18 T4
3.29.0 Rape Law 15 .5-3
3.30,0 Gaming lLaw 1.6 L]
3.31.0 Controiled Substances Law 1.8 .5-3.5
3.32.0 Hallucinogens Law 1.4 .5-2
3.33.0 \MNarcotics Law 1.8 RS
3.34.0 Marijuana Law T3 TELITE
3.35.0 Poisonous Substances Law 1.2 L5-3
3.36.0 Alcoholic Baverage Control Law - eI e 4T
3.37.0 Constitutional Rights Law 2. 1-6
3.38.0 Laws of Arrest ¥.7 Z-1¢
3.39.0 Lecel Ordinances T.0 0-8
3.40.0 Juvenile Algohel Law 1.0 Lh-2
3.41.0 Juvenite Law and Procedure 5.5 T-167

4.0 Laws Of Evidence {15 Hours} 19.7 12.5-33 1.76 L4
4.1.0 Concepts of Evidence 1.9 .2-4
4.2.0 Privileged Cemaunicaticn 1.1 L 3-4

. £.3.0 (Poleted) - -
. 4.4,0 Subpoena N T

4.5.0 Burden of Proof 3 =
4.6.0 Rules of Evidence “Z5 T4
4.7.0 Search Concept TOTRZTT TR E”
4.8.0 Seirurqe Concept TR AN
4.9.0 Legal Showup 1.7 BL

5.0 Comnunications {15 Hours) 30.8 15-54 3.9 1-21
5.1.0 Inzerpcrsenal Ceomnunications ) 3.4 L5-10
5.2.0 lbte Taking Z.5 1T-5
5.3.0 Introduction to Report Writing 3.0 -2
5.4,0 Report Writing Mechanics w70
5.5.0 Report Writing Appiication T34 e
5.6.0 Uze of the Telephone LI 03T

6.0 Yehicle Qperation (15 Hours) 21.9 16-31 2.7 -1
6.1.0 Introduction to Vehicle Operation 2.0 1-6
6.2.0 Vekicle Dperation Factiors L TR
6.3.0 Code 3 . 3.0 BT
6.4.0 Vehicle Oparation Liability VT 53
6.5.0 Vehicle Inspection 1.0 -
6.6.0 Vehicle Control Techniaues i 1.9 I
6.7.0 Stress Exposure and Hazardous Awarcness . L TE

Emergency Driving

.*Cmitted from Questicnnaire




Instructional Hours Testing Hours

<

{ Indivi. State Indiv. state
. : Academy ~ Average Range  Acadewy  Averade  Ramag
7.0 Force And Weaponry {40 Hours) 53 40-96 7.9 1-27
7.1.6 Effects of Force 1.3 .5-3
7.2.0 Reasonable Force T N
7.3.0 Deadly Force .8 -
7.4.0 Simulated Use of Force : A “0-10
7.5.0 Fircarms Safety R T A
7.6.0 Handgun 1.3 KN
7.7.G Care and Cleaning of Service Handgun 7.0 W6-3
7.8.0 Shotaun T 5.6
7.9.0 (Deleted) .7 o4
7.10.0 landgun Shooting Principles 7.7 S
7.11.0 Shotoun Shooting Principles R e
7.12.0 Identification of Agency Weapons and N 0-3.2
Ammuni tion
7.13.0 Handgun/Day/Range (Targat) 7.4 .5-24
7.14.0 Handgun/Night/Range (Target) 34 58
7.15.0 tandgun/Combat/Day/Renge 8.0 2-30
7.16.0 Handgun/Combat/Hight/Range BN s
7.17.0  Shotgun/Combat/Day/Range 5.4 FRE!
7.18.0 Shotgun/Combat/Night/Range 7.0 -7
7.19.0 Use of Chemical Agents ] 3-8
7.20.0 Chemical Agent Simulation 3.7 i
8.0 Patrol Preocedures {105 Hours) 127.4 90-203 10.9 1-27 -
g8.1.0 Patrol Concepts 1.6 5-4
-. 8.7.0 Perception Techniquas 1.2 5-2
8.3.0v Observation Techniques 13 TRITTTT
8.4.0 Heat Familiarization T3 53
8.5.0 Problem Area Palrol Technigues 1.5 hod
£.6.0 Patrol "Hazards" 1.5 =3
8£.7.0 Pedestrian Approach - Ty TETE
8.8.0 Interrcogation 7 53
8.9.0 Vehicle Pullover Techniqua IR EwTTTT
§.10.0 Miscellancous Vehicle Stops T v Ty
8.11.0 Foleny/High Risk Pullover Field ’ T 6.3 7 T251%
Protlen - -
8.12.0 {Deleted) .8 0-2
8.13.0 Hants and Harrants 1.6 0-45
8.14.0 Person Search Techniques §.7 0-20
8.15.0 Vehicle Search Technigues T.7 o6
£.16.0 Building Area Search 1.8 L5-h
8.17.0 Missing Persons 1.3 5-2
£.18.0 Search/Handcuffing/Control Simulation 7 0-35
8.19.0 Restraint Devices N 5.3 U-30
8.20.0 Prisoner Transportation 1.5 0-3.5
8.21.0 Tactical Considerations/Crimes-In- K hd
Progress : _
8.22.0 Burglary-in-Progress Calls 1.7 .5-3
g.73.0 Robhery-In-Pragress Calls TE 5E
8.24.0 Provier Calls - Y3 7513
§.25.0 Crimes-in-Progress/Field Probliems - T3 “§<is
8.26.0 Handling Disputes .7 oAl
8.27.0 Family Disputes ] T-00.5
$.28.0 Reposscssiens 2 525
8.29,.0 tandlord/Tenant Disputes 7z 256
8.30.0 Labor Disputes B Y AL -
8.31.0 Defrauding an Innkecper Y LT
8.32.0 HMandling Sick and Injured Porsens T8 oasT




.

Instructional Houes

Testing Hours

Indivi. State Indiv. State
Academy  Average  Range fcadeny  Averags
Patrol Procedyres {cont,}
8.33.0 Handling Dead Bodies 1.8 .5-4
B.34.0 Handling Animals 1 0-2
8.35.0 (Deleted) .8 057
8.36.0 Mentally 1IN - 2.6 .50
8.37.0 o0officer. Survival 7.4 020
8.38.0 Mutual Aid - T U T
8.39.0 Unusual Occurrences I 51
8.40.0 Fire Conditions i B S ot S
8.41.0 levs Media Relations 3.2 e
8.42.0 fgency Referral 1 03
8.43.0 Crowc Control 36 RRY
8.44.0 Riot Control Field Problem 79 T1-8
8.45.0 First Aid and CPR T TAm
9.0 Traffic (30 Hours) 39.2 23-59 2.18
9.1.0 Introduction to Traffic R 1
9.2.0 Vehicle Code TR
9.3.0 VYenicle Registration .7
*6.4.0 Vehiclte Code Yiolalioas 4.1
9.5.0 Alcohel Violations 3.5
9.6.0 huto Theft Investigation Z2.5
9,7.0 1Initial Violator Contact .9
4.8.0 License Identification T YT
§.6.0 Traffic Stop Hozavds TV
$.10.0 Issuing Citetions and Warnings - v
9.13.0 Traffic Stop Field Problems RN
9.12.0 Traffic Directicn, A S
9.13.0 Traffic Accident Investigation - vy
9.14.0 Trafiic Accident Fieid Proalon TR T
9,15.0 Vaohicle Impound ana 3torage o a6
15,0 Criminal Investigation {45 Hlours} 47.8 35.5-80 5.2
16.1.0 preYiminary Investigation 3.0 1-6
10.2.0 Crime Szene Search ] i R
10.3.0 Crime Scene lNotes 1.9 T5-4
10.4.0 Crime Scene Sketches 1.8 gy
10.5.0 Fingerprints P
10.6.0 ldentification, CO”PLT]oq and _ S
Preservation of Evidence — T
10.7.0 Chain of Custody T TR
10.8.0 Interviewing i I
10.9.0 Local Dotective Function .5 7
16.10.0 Infornation Gathering a7
10.11.0 Courtroon Doucanor _7 AR
10.17.0 {Doletnd) . ~ "_
10.13.0 fiuejlery Investigation - A
10.14.0 Grand Theft Investigation - 1y TR
10.15.0 Felonious Assault fnvastigation - VB RE
10.16.0 Scxual Assault Investigation 1 RS
16.17.0 Howicide Investigation - YT Yo
10.18.0 Suicide Investigalion s RE
10.19.0 Kidnapping investigation I O ST

Range

1-2.5




Instructional Hours Testing Hours

' Indivi, State : Indiv. State
. Acadewy  Average  Range Academy  Average  Range

Criminal Investigation (cont.}

10.20.0 Poisoning Investigation *x **
10.21.0 Robbery Investigation 2.3 -7
10.22.0 Child Scxual Abuse and Exploitation 3. ]
Investigation .
11.0  Custody (5 Hours) 7.3 3-12 g .3-1.5
) 11.1.0 Custody Brientation 1.0 542
: 11.2.0 Custody Procedures i 2T S
11.3.0 Illegal Force Against Prisoners .9 L552
11.4.0 Adult Booking . 8 515
11.5.0 Juvenile Booking ;! e
A 11.6.0 Prisoner Rights and Responsibilities .9 L 0-2
11.7.0 Prisener Release 7 5~
12.0  Physical Fitness and
Defense Yechaiques {40 Hours) 48 13.5-91.% 6.5 1-45.5
12.1.0 Physica'l Disablers 1.2 5-2
12.2.0 Prevention of Disablers 1.7 -5-7
12.3.0 Yeight Control 1.1 .5-2
12.4.0 Self-Eveluation g 0=
12.5.0 Lifetine Fitness 57 53500
12.6.0 Principles of Yeaponless Nefense 137 T.2-340
. 12.7.0 Ared Suspe rta’"“aponhss Defense | 3.6 2-ou
12.8.0 Baton Techniques 0.1 e
12.9.0 Baton Demonstration A Y
Examinations (70 Hours)
a. Written and Performance
TOTAL REQUIRED HOURS: (400 Hours) 7 500 48
k548 (POST minimum
basic subjects}
Average Hours for Locally DNetermined Subjects g2
TOTAL AVERAGE §IOURS 630

** Oqitted from survey
s 643 ig the average of the combined instructional and testing hours for POST minimum basic subgects
{excludes Yocally delermined subjects)




COMMISSION ON PEACE DFFICER STANDARDS ANHD TRATHING
LENGTH OF BASIC CDURSE StuDY
RESULTS OF SUKRVEY QUESIIONNAIRE
hpril 1933

PART 8 - Optional/lecally Determined Instruction

fycrage
to. of Inst. Test
Subfects® Academies  Hours Hours Subjects*

' Physical Training 27 39.7 3.7 48, Motorcycie fangs
N Radio Procedures . 10 4.2 - 49, Hiranda dearsay
+. Intoxilyzer 9 4.4 50 Internal Affairs
4. Bombs/Explosives % 3.2 51. Dacision Making
“o. Drieat/Registeration 8 6.5 52. How to Study
4. POST Testing 8 4.4 53.  Workbook Intro.
. 7. Harardous Materials 7 5.6 54.  City Gov't Geog,
3. Graduation/Denrief 7 5.7 55.  {omaunity S5Stress Factars
2. Barricaded Suspect/Hostage 6 2.1 55, ioighborneod Match
“d. Comand Tima 6 8.6 19.6 ** 57. PCP Training
c . Coreness Respf/Trip 5 3.6 58.  Missing Persons
2. Ageocy Ride Klong § 12.8 5%. Hach/ Operations
© 3. Prison/Sireet/Hotor Gang 5 3.8 0. Monile 5 ma's Gas Check
G Records/huts Stots/Telety 5 1.7 61, Yan Stops
5. Race Ethenic ReTations 4 8.3 1.3 62z, Intro. Crine Lab
a.  Firearms, MiscoYlancous 3 5.6 2.6 63, Indust. Injury
T, Career Influencas 3 1 64, Speeches
2. Crizis Hanagement 3 7.7 1.3 65, Court Case Prep.
Y. Fergery, fraed, Bunko 3 2.9 65.  Sirip Searches
", voisoning Insurance 3 1.8 67.  Highaay Ungincering
1. 10720 Organizations 3 2.8 68.  Fed Civil Kights Law
2. . Avialion Craft 3 a 09, Railroad Police
. FCial Community Prob. Z 1.5 7 EBC Insurince
L. Develoomentally Disabled 2 3 7t.  Enotography
.3, bmerguncy Spanish 2 57.5 4 72.  Review Txams
Y Uze of Dugs z 4 73.  Baten
* Counsaling Hotivation 2 4 74, Dral Interviews
T3 Hivs JPLy . RN tudes 2 Z 1.5 iS5, Searcin/Scizure Scene
LT foergtndy Driving 4 7 i, F10 hzy Practice
T2 [neurance/letivonent Bongfits 2 1.5 f1. 0 Cere Handling Hental 121
21, Roph. Rules/Roqulations 2 9.5 .3 73. Fiald probloms
32,  Spetling Exams F4 7.3 79. Paramedic Sorvice
33, Yictims of Viateat Crimes 2 5 0.  Lotox Center
3. Arson 2 1.4 a1, D.A. Office
25, Prison Tour/Jail 2 2.3 a8z PAC R3TY of Rights
35,  Family Orientation 2 1.8 83 Reeruit Hanuat
27 Court Trial Sim. 2 4 4 84. MWisdemeaner Citation
33,  heaf Awarcress 1 Z B5.  Tactical Fovements
3%, Daily tog 1 2 86,  Targyet Detection
&0, M Lutly Gfc. Surv, 1 2 B7. ity Codes Permits
A1, nulrition 1 ] a3, Civil Liabiiicies
2. Tise Homt, /Test Strat 1 2 4%, SWaT
43, Patrel Line Assign 1 104 93, Police Clergy
sS4 ARowdemy Ouerations 1 21 9, Mficoe Stress Managemont
N Practical £xcrcise 1 2 ay. Gfticesr Rlccho) Abuse
G, PosT Critingee 1 1 3. Persoanc) Lounseling
47, Anneyancy/Liewed Calls 1 1

sLinted in decending order of frequency
S opng Academy

3073/02684
4-25-83

No. of
Academies
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ATTACHMENT B

Comnmission on Peace (Hficer Standards and Training ™

POST Administrative Lanual : COMMISSTON PROCEDURE b-1
: Revised: July 1, 1980

Procedure D-1-3 was incorporated by refercnce into Commission Regulation 1005
on April 15, 1982. A public hearing is reqguired priocr to revision of this
dircotive.

BASIC COURSH

~@

Purpose

1-1. SQT‘]TJE:EJ(H“ of © Coursa:  This Conmission pro~cdurc imploments
that portion ol the Mlni Gtandards for Training established in Section

1005 (a) of the Regulations which relate to Basic Training.

Trzining Methodology

1-2. Tra1n1ng Methodology:  The standards for the Dasic Cource are the
me"7fﬁ6511§33"§bﬂ\uined in the document "Performance Ubjectives for
the Pu>ﬂ Basic Course.”" This document is part of a dynainic kasic course
training system designed for change vhoen required b new laws or other
circumsstances. Supporting documents, although net mandatory, that complete the
systewm are Lhe POST Basic Course Managenent Guide and Instructional Unit Guides
(L) .

a. Performance objectives are divided inte mandatory and optional ob-

’ jectives. Handatory obhjectives must be achieved as dictatad by the
eaxtabliched success criterin; whereas optioninl objectives may beo btaught
at the option of ench individual acadeny. HNo roimbarscument for optional
perforaanas objeclive truining will be grantaed unless they conform to
the adoptaed performonce objectives standanrds.

L. fTraipning moethedoloyy is optional.

c. Tracking objectives by student is mandatory; however, the tracking
system to be used in optional.

d. A ninimum of 469 4580 hours of instruction in the losic Course is
reguired.

Content and Minimum [Hours

1-3. Basic Course Content and Minimunm licurs: 'The Perfornmance Objectives
listed 1In Lhe POSYT document "Performance Objectives for the POST Basic Courso®
are contained under bread Muinctional Avcas and Learning Goals. The Functional
Areas and Learning Goals ave descriptive in nature and only provide a brict
overview of the more specifiec content of the Performance Objectives. The Basic
Course contains thdé following Functional Areas and minimum hours. Within the
framework of hours and functionzal areas, flexibility is provided to adjust
hours and ipstructional topics with prior POST approval.




COMMISSTON 'ROCEDUNS D-L
Reviasaed:  July ), 1280

1-4. Functional hrean:

a. Professional Griantation
b. Police Community Relations
<. Law .

d. Laws of Bvidonce

e. Conmunications

f. Vehinle Oporationsg

g. Yorce and Woapoeniy

h. Patrol I'roccdures

i. Traffic

- Criwinal Investigation
Custody

« Physicul Fitness and Defense Technigues

e 27

1--5. Examinations:

1-6. Total Minimun Reguired dours

e Commission on Peace Officer Stondards and Training

g —henra-
deShi ks
B N 132 s et
F-5--honea
A-h--tiaues
P BT Vo EE N1 oY
AQdrenrs
B e Tl
Do e
bRt

LH—herars
SO-hevrs

O—trerrrs

A O-hreae

50 _hours
120 aours

T30 hours

45 hours

“SThours

40 hours

35 hours

480 hours




COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

COMMISSION AGEND? ITENM REPORT

nda Item Title Meeting Date
CONTRACT REQUEST - CITY OF REDDING October 18, 1984
Bureau Reviewed By Eesearched By
Training Program Services Hal Snow
Execygive Director Approval Date of Approval o Date of Report
M / Q/Zl/gcf September 12, 1984
Purpose X] Yes (See Analysis per details)
Uecision Requested Dlnfomation Only E] Status Report Financial Impact D No

In the space provided below, briefly describe the ISSUE, BACKGRCUND, ANALYSIS, and RECOMMENDATION. Use additienal
sheets if required. s

ISSUE

Should the Commission approve a $19,744 contract with the City of Redding for the
services of Lieutenant Robert Blankenship?

BACK GROUND

POST has had a longstanding interest in temporary exchanges of staff with law
enforcement agencies for individual training and development purposes and the
. resulting sharing of expertise and ideas.

Recently, Police Chief Robert Whitmer, Redding Police Department, expressed a
desire to further develop one of his key managers, Lieutenant Robert Blankenship,
by means of gaining experience working with POST on a temporary basis. Staff
subsequently met with Lieutenant Blankenship which resulted in this request to
secure his services for a four-month period beginning approximately December 1,
1984,

ANALYSIS

This proposal is for POST to contract with the City of Redding at a cost of
$19,744, which includes $15,152 for the four-month salary and fringe benefits of
L1eutenant Blankenship and $4 592 for his long-term per diem. If this contract
is approved, one or more of the following examples of projects are being
considered for assignment to Lieutenant Blankenship, including research relating
to Senate Bill 1472 {Domestic Violence), development of a mediated audio-visual
package to satisfy Advanced Officer training needs of regular and reserve

. officers in remote areas, update the POST Field Training Guide, or conduct a POST
training needs assessment,
Existing staff is insufficient to address all of these and numerous other pending
projects.

It is proposed that Lieutenant Blankenship would perform these services at POST,
under the direct supervision of POST staff. It has been determined that

Lieutenant Blankenship is exceptionally competent, with extensive experience in
‘ personnel and training issues.

pPOST 1-187 (Rev. 7/82)




~ RECOMMENDATION

-2

Staff believes that periodically bringing in existing law enforcement officers

for temporary project assignment at POST has mutual benefits to both POST and law
enforcement, including the sharing of ideas and building of future leadership.

It is anticipated that the Commission will be routinely made aware of progress on
Lieutenant Blankenship's project.

-

Approve POST's entering into a $19,744 contract with the City of Redding for the
four-month services of Lieutenant Robert Blankenship.

6263B/9/20/84




POST Advisory Committee Meeting

Holiday Inn - Holidome, Sierra Room
5321 Date Ave,
Sacramento, California
October 17, 1984, 10 a.m.

AGENDA

Call to Order and Roil Call Chair
Introduction of New Member, Jack Pearson Chair
Approval of Minutes of Previous meeting Chair
Commission Liaison Committee Remarks Lommissioners
AB 1310 Report Discussion | Staff (Berner)
Revolving Fund Concept _ Staff {Williams)
Use of Civilians in Law Enforcement Staff (Williams)
Commission Meeting Agenda Review Staff

~ Legislative Review | Staff
Committee Member Reports Members .
Election of Officers . Members

Adjournment - Chair




STATE OF CALIFORANIA GEORGE DEUKME JIAN, Governor
DEPARTMENT OF JUSTICE JOHN K. VAN DE KAMP, Attorney General
COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

4949 BROADWAY
P. 0. BOX 20145 .
SACRAMENTO 95820-0145 POST ADVISCRY COMMITTEE MEETING

June 27, 1984
Bahia Hotel
San Diego, California

MINUTES

CALL TO ORDER

In the absence of Adisory Cpmmittee~Chairman, Mike Gonzales, the meeting was
called to order by Vice-Chairman Joe McKeown at 10 a.m.

ROLL CALL OF ADVISORY COMMITTEE MEMEERS

Roll was called.

Present were: Joe McKeown, Vice~Chairman
Ben Clark
Michael D'Amico
Ray Davis
Barbara Gardner
Ron Lowenberg
William Oliver
Carcolyn Owens

Michael Sadleir

. William Shinn

Mimi Silbert

J. Winston Silva

Absent were: Michael Gonzales, Chairman
Don Erown

Commission Advisory
Liaison Committee:

C. Alex Pantaleoni (Arrived at 10:30)
Glenn E. Dyer {(Arrived at 11:00)

POST Staff: Norman Boehm, Executive Directer
Glen Fine, Deputy Executive Director
Ron Allen, Chief, Training Pelivery Services, North
Imogene Kauffman, Executive Secretary

INTRODUCTION OF NEW MEMEFRS

Vice-Chairman McKeown introduced two new members to the Advisory Committee; Ron

Lowenterg, Chief of Police, Cypress Police Department, replacing John Dineen as
- the representative of the California Pollce Chiefs' Association: and William

Oliver, Chief, Personnel and Training Division, CHP, replacing Maurice Hannigan
. as representative of the California Highway Patrol.




APPROVAL OF MINUTES

MOTION - Davis, second - Clark, carried unanimously for
approval of the minutes of the April 18, 1984 Advisory
Committee meeting at the Holiday Inn Holidome in Sacramento.

COMMISSTON LIATSON COMMITTEE REMARKS

On behalf of the Commission Liaison Committee, Commissioner Pantaleoni stated
that the Commission continues to have interest in the activities of the
Advisory Committee. One of the agenda items to be addressed by the
Commission's Long Range Planning Committee when they meet on June 27 at 2 p.m.
is the review of the Future Issues proposed by the Advisory Committee.

Following the Commission Liaison Committee remarks the following items were
discussed:

1. New Police Corps Legislation (A.B. 3939)

Several Members voiced the interest of the associations they represent in
the concept of the New Police Corps and the desire to resolve some problems
ahead of time to give guidance to the Legislature regarding the views of
law enforcement.

MOTION - Clark, second - Davis, carried unanimously that the
Advisory Committee recommend to the Commission that they appoint
a group to conduct a seminar or symposium to include members of
the Advisory Committee to meet and discuss recommendations on the
current legislaticn on the New Police Corps or to propose new
ideas on the concept.

{(In a later discussion while reviewing the Commission agenda, it was ncted
by Chief Davis that this body would not be a substitute for any
legislatively appointed body for the purpose of studying A.B. 3939, which
has been referred to interim study.)

2. Emergency Medical Technician Training

It was stated that remote area sheriffs' departments feel far removed from
emergency medical services and feel they should have more than a basic
First Aid Training Program. It was pointed out that sheriffs of five
counties, selected in conjunction with Sheriff Cook, President of the
California State Sheriffe' Association, will meet with POST on August 1,
1984, to review training needs that are of specific interest to California
Sheriffs' Departments. Chief QOliver, CHP representative, referred to a
task force study that had been done with regard to what areas are in need
of additional Emergency Medical Technician training and response
availability, and stated the Sheriffs at the Aupgust 1 meeting are welcome
to the research the CHP has developed. Ron Allen stated the EMT training
would be discussed at the August 1 meeting of the Sheriffs, and a report
will be brought back to the Advisory Committee.




COMMUNITY COLLEGE FUNDING ISSUE

The Community College Funding bill was discussed.
Thiz issue is on A.B, 2808, which is & bill designed to:

1. Allow Community Colleges to continue requiring police academy students
to furnish personal equipment necessary for employment.

2. Provide a $300 per police academy student subsidy from the State
General Fund to Community Colleges presenting this program.

3. In the event this amount is insufficient to cover the required costs,
priority for funding these programs within certain limitations shall
be given by the Chancellor.

A.B. 2808 is stalled and has been placed on the inactive file in the Senate.

It was the feeling of staff that the bill would not proceed further until after
major amendments have been made to the bill. Primary opposition to the bill
was the money and the author {(Republicans do not favor a Democratic author at
this point.).

COMMISSION MEETING AGENDA REVIEW

Executive Director Norman Boehm reviewed the Commission Meeting Agenda for the
next day's meeting.

FTollowing the agenda briefing, for general information, Lieutenant Shinn
reported on a recently attended three-day symposium on Street Gangs at the
Street Gang Investigators' Meeting in San Jose. He stated it was an excellent
symposium, and if POST is approached for certification for a future offering,
he would recommend POST support the request. The Executive Director stated he
would be interested in receiving a copy of any notes taken at the Symposium or
any information available. Street gangs are a big problem, and POST would be
interested in any future symposia presentations.

Joe McKeown reported on a problem at Los Medanos College with regard to the
inablility of reimbursing for travel and per diem for the instruectors for the
District Attorney Investigators 80-hour course on Trial Preparation and
Investigative Techniques. Presently they are able to pay salary only, and
consequently are limited to using instructors from the local area almost
entirely. It was being requested that POST give some consideration for POST
reimbursement for travel and per diem for instructors of this course. The
Executive Director stated POST is aware of the problem, and is looking into it.

COMMITTEE MEMBER REPORTS

Committee Member Sadleir (CAUSE) - Mike Sadleir reported that CAUSE is

deeply involved in negotiations and expects 1¢ have contracts completed before
too long. They have met with the Health and Welfare Agency and worked out an
agreement whereby they will start getting POST training. CAUSE has met with
POST and other state law enforcement groups to discuss problems unique to state
law enforcement. This group recommended that the Governor sponsor a workshop
to address law enforcement fissues relating to state-employed law enforcement
officers.

3.




.

Committee Member Silbert {Public Member) -~ Mimi Silbert reported on the slow
penetration of drugs inte law enforcement. She has been doing some work with
New York with the same problems, and some programs are being designed. As a
public member, Dr., Silbert urged pro-active action by the Advisory Committee
and the Commission to have an early study of the cadet program (New Police
Corps) and to be well prepared with the problems of the concept.

Committee Member Gardner (WPOA) - Barbara Gardner announced that the WPOA-
had met in May and will be meeting again July 27 in San Jose for a one-day
training session.

Committee Member Clark (CSSA) - Ben Clark stated, as a reminder, that the

POST program was not started by the State. It was a program started by local
law enforcement, and he would like it emphasized that it is a loeal program.
The people in the police field should remember it is their program, and if they
sit back constantly and abdicate their responsibility, it will not be their
program. Secondly, he would like to reaffirm, there are fewer and fewer times
anything is heard about the real proof of what the Commission (and Advisory
Committee) are here to do, i.e., to improve law enforcement. We don't really
have any proof of the level of education it takes to do the job and to improve
law enforcement.

Committee Member Shinn (PORAC) - William Shinn reported PORAC headquarters
i8 settling its internal politics., He ammounced that PORAC has moved to new
offices across the street in a much bigger building at 1911 F Street. The
phone number is still the same. The new offices contain a nice-sized
auditorium that will accommodate large meetings and may be available for
POST meetings.

Committee Member Owens (Public Memer) - Carolyn Owens reported she had

-~ recently attended the first formal inspection that the. Chino Police Department
‘had had for 12 years. It was found that it added to the public knowledge of

the Police Department and helped the public in the community to have a better
understanding of law enforcement.

Committee Member D'Amico (CAAJE) - Mike D'Amico reported that CAAJF had its.

conference a month and a half ago. The new President is Fred Bowman of Yuba
College. They are looking into the possibility of holding meetings as training
functions for reimbursement purposes. CAAJE has had many inquiries regarding
the e¢ffects on academies of 832 training and the 100-hour requirement. Reading
and writing proficiency exams are now being presented in the classes. Low
scorers are receiving remedial training within the community colleges learning
system which is proving to be very beneficial.

CAAJE would like POST!'s consideration on the possibility of Administration of
Justice instructors being reimbursed for attending seminars and training
programs as they, too, need to be, updated and retrained,

CAAJE is currently reassessing its role within the State., The results of the
survey have not been completed as yet.

-




Committee Member McKeown (CADA) - Joe McKeown reported the academy directors
met last week in conjunction with the Basic Course consortium, The community
college funding bill was discussed, and it was concluded that the Legislature
is uninformed as to what happens in community collepes and how the system works
with regard to law enforcement training. The Legislature should be kept
informed. One of CADA's projects will be trying to get more information to the
Leislature about what is bappening in the community colleges and the role they
play in police training.

At the consortium meeting there were some concerns expressed about the 832
training and how it would change the reserve modules.

POST amd Golden West College were complimented on three classes recently
presented which vere designed for academy directors and coordinators. It was
excellent, As a result, they are moving forward to try to come up with
guidelines for requirements that coordinators have formal training.

INFORMATION ITEM

Chief Ray Davis remarked on the topic of civilianization in law enforcement
having been discussed by the U. S. Conference of Mayors. There is a drawback
presented in civilianization in that civilians are not used to the degree they
should be used. A video tape is available on the use of non-sworn civilians in
law enforcement and involving more community members in law enforcement. This
subject will be on the agenda for the October Advisory Commitiee meeting.

ADJOURNMENT

There being no further business to come before the Committee, the meeting was
adjourned at 12:30,

Lty

ogene Kauffman
Secretary




State of California Department of Justico

Memorandum

. . Legislative Review Committee
. * Members: Robert L. Vernon
_ B. Gale Wilson
Attorney General John Van de Kamp

Date . ScPtember 26, 1984

Robert A. Edmonds, Committee“Chairman_
From : Commission on Peace Officer Standards and Training

Legislative Review Committee

Subject: LEGISLATIVE REVIEW COMMITTEE MEETING
The Legislative Review Committee of the Commission will meet at 8 a.m.
October 18, 1984, in the Coffee Shop of the Holiday Inn - Holidome,

Sacramento. The Chairman will report the Committee's action to the
Conmission at the regular meeting later that date.

AGENDA

1. Final Report - Active Bills for 1984
. | 2. Discussion of 1985 Legislative Program

3. Adjourn
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BILL-FILE - COMMISSION OM POST-MASTER
COMMENTS  -ACTIVE LEG

------------------------------------------------------------------------------------------------------------------------------

AB 1020  LEONARD STATE FOLICE TRAINING  NEUTRAL ACTIVE LEG

FAILED FASSAGE

------------------------------------------------------------------------------------------------------------------------------

AB 1530  MODRE LAY ENFORCEMENT: CHOKEHBLDS TRAINING  HEUTRAL ACTIVE LEG

FAILED PASSAGE

------------------------------------------------------------------------------------------------------------------------------

A 2026  HAYLOR DOMESTIC VIOLEMCE TRAINING  NEUTRAL ACTIVE LEG

CHIEF CLERK OF THE ASSEMELY

------------------------------------------------------------------------------------------------------------------------------

AR 2110  ALATORRE PEACE OFFICERS TRNG/CERT NEUTRAL  ACTIVE LEG
CHAFTERED B4-43

B 205 ALB PEACE OFFICER TRATNDNG: CRININL HISTORY TAINNG  SEFORT  ACTIELEG

. CHAPTERED 84-785

W sR RESTITUTION FINES: VICTIS OF GRIE DG SRR ATVELE
CHAPTERED 84-1340

4D 2008 OCOMELL  COPWONITY COLLEGE DISWICTS: pUEsss FROIG PRI ACTIVE LB
FOLICE ACADENY TRAINING
CHAPTERED 84-1282

w2 s et oFICERS STDADS NETRAL  ACTIELES
CHAPTERED 84-387

was coort ﬁiﬁé&é}}ﬁ?ééééﬁ%éi&éiéé%&ﬁé&éﬁé'&éé """"" POST RELAT OPPOSE  ACTIVE LG

SENATE COMMITTEE ON JUBICIARY

------------------------------------------------------------------------------------------------------------------------------

AR 3903  SEBASTIANI DOMESTIC VIGLENCE TRAINING  NEUTRAL ACTIVE LEG
INTERIF STUDY
AB 3¥37  HAYDEN FOLICE CORFS PILOT PROGRAM TRAINING  NONE ACTIVE LEC

. FATLED PASSAGE
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BILL-FILE - CORFMISSION ON POST-MASTER
CORENTS  -ACTIVE LEG

------------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------

AR 4022 MOORE LAY ENFORCEMENT: CHOKEHOLBS TRAINING ~ NEUTRAL ALTIVE LEG

ASSEMBLY COMMITTEE CN CRIMIMAL LAY

------------------------------------------------------------------------------------------------------------------------------

Sk 1383 VATSON PEACE OFFICERS STND/TRNG  OPPOSE ACTIVE LEG

SEMATE COMNITIEE ON JUPICIARY

..............................................................................................................................

SB 1472 WATSIN DOMESTIC VIOLENCE: LAW ENFORCEMENT TRAINING TRAINING  HEUTRAL ACTIVE LEG

GOVERNOR'S OFFICE

. o ot s o U S 0 U P Y R o P Y P 9 e Y A i M 7 e e e Oy o U8 g o o e Y ok A Y T e L T

Sk 1515 -DAVIS, E COfMISSION ON PEACE OFFICERS STANDARDS AHD FOST RELAT GFPOSE ACTIVE LEG
TRAINIRG

SENATE COMMITTEE ON JUDICIARY

----------------------------------------------------------------------------------------------------------------------------

153 RUSSELL CHILD ABUSE AND NEGLECT TRAINING  NEWTRAL ACTIVE LEG

ASSEMBLY COMNMITTEE ON WAYS AND MEANS

------------------------------------------------------------------------------------------------------------------------------

..............................................................................................................................
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BILL-FILE - COMMISSION ON FOST-MASTER

COMMENTS

-INFO LEG

09/28/84

STATUS REFORT #

------------------------------------------------------------------------------------------------------------------------------

SANTA CLARA COUNTY TRAMSIT DISTRICT: POLICE

OFFICERS

CHIEF CLERK OF THE ASSEMBLY

—————————

PEACE OFFICERS

CHIEF CLERK OF THE ASSEWELY

------------------------------------------------------------------------------------------------------------------------------

______________________________________________________________________________________________________________________________

------------------------------------------------------------------------------------------------------------------------------

STATE OLYMPIC TASK FORCE

CHIEF CLERK OF THE ASSEMBLY

FEACE OFFICERS

CHAPTERED

------------------------------------------------------------------------------------------------------------------------------

COMMUNITY COLLEGES: REGISTRATION

FAILED FASSAGE

...............................................................................................................................

------------------------------------------------------------------------------------------------------------------------------
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BILL-FILE - COMAMISSION OM POST-PASTER
COMMENTS  -INFO LEG

BILL NO  AUTHOR TITLE . SURJECT POSITION  COMMENTS

a4 FUWE  ecporcEs CBEL  WHE - INO LT
CHAFTERED . 84-905

was Wow SCHGOL DISTRICTS: SOHOOL DISTRICT POLICE One e meum
DEPARTIENT ERFLOYEES: TRAINIMG: FINANCE
CHAPTERED 84-982

90 WU PR OFICHS T R WHE BROLE
FAILED PASSAGE

e Ry emes RS oL N BRLE

GOVERNOR'S GFFICE

------------------------------------------------------------------------------------------------------------------------------

B 931 MARKS PEACE OFFICERS CENERAL  NOME THFD LEG
EHAFTERED 84-211

6696  JOEGOY, RY  FECEOFPES ERL WE e
EHAPTERED 84-940

6 1140 DS CALIFORNIA STATE POLICE DEFeRTOENT GNERAL  NOE  DROLE
FAILED PASSAGE

Shim4 KON SURCHVGIS MD PENALTY ASSESSBNS AWM NN mRLS
CHAPTERED 84-726

Gh 153 KONINS  SURCHAGES AND PRMLTY ASSESSRENS OGN s
CHAFTERED 84-1339

o157 AL e AL TAINIG ML IO LS

| . COVERHOR'S OFFICE

B2 KICHWOSHN  PECE OFICHS COERAL NN RO

‘ CHATERED 84-702
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REPORT NF THE AD HOC COMMITTEE ON MEW POLICE CORPS

The full Ad Hoc Committee on the tew Police Corps issue met at POST
headquarters on Wednesday, September 12, 1924, The Committee reviewed the
history of the Hew Police Corps propcsal and considered the Advisory
Committee's recommendation that the matter be reviewed further, even though
legislation on the concept is no longer pending.

The Committee has discussed the Mew Police Corps concept as well as other
issues relating to selection of peace officers. Ue noted in the process that
approximately 400-500 more persons are trained in the Basic Course than are
hired each year. There are ample trained recruits available for hire
statewide. Moreover, many of the issues relating to recruitment and pltacement
are local responsibilities, including salaries, working conditions, and other
local concerns.

Since there is no legislation or specific proposal at hand, the Commission
should not pursue the Mew Police Corps concept further at this time. The
Commission should remain in the position of beina able to study any future
proposals objectively, should they arise.

Our recommendtion is that the Commission take no further action at this time,
and that the Ad Hoc Committee be found to have completed its work.




LONG RAMGE PLANNING COMMITTEE MEETING
Kellogg West, Pomona
September 6, 1984

MINUTES

The meeting was called to order at 10:1C a.m. by Committee Chairman Jay
Rodriguez. Present, in addition to the Chairman, were Commissioners Carm
Grande, Alex Pantalecni, and Robert Vernon. Staff members present were
Executive Directer Morman Boehm, Glen Fine, and John Berner.

Advisory Committee Report on Future Issues -

Committee members reviewed a draft of a final report to the Commission on the
25 issues identified by the Advisory Committee. With some modifications, the
repert was approved. Copies are to be sent to the Commission and the Advisory
Conittee Members aiong with a letter from the Chairman thanking them for their
help.

There was consensus that more discussion was needed regarding:

[ Private sector assistance with funding of a foundation to support the
Command College,

© POST Certificate Program, and

¢ Potential eliqibility of all law enforcement agencies for the POST
program,

There was also consensus that a letter be sent to the Advisory Committee
thanking the members for their excellent work.

Selection Standards Research

John Berner reviewed for Committee members the research completed to date as
required by PC Section 13510(b). Recommendations have been formulated by staff
and a full report will be presented at the Commission meeting on October 18.

Eligibility of New Acencies For the POST Program

This issue was set for discussion because of the possibjlity of legislation by
a state law enforcement agency for POST program participation. Discussion
centered on the desirability of a "universal” program that addresses all law
enforcement; and the assistance to local government basis for the Peace Officer
Training Fund. Mo conclusions were reached but it was recognized that if
legislation is introduced, the matter will require further discussion.

Standards and Training for Corrections {STC)

The Executive Director briefed the Committee on inputs received from Sheriffs
regarding overiap and duplication between P3ST and STC.

The meeting was adjourned at 1:30 p.m.




COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

. COMMISSION AGENDA ITEM REPORT
Agenda item Title . Meeting Date
Executive Director Vacation Credits Ocotber 18, 1984
Bureau Reviewed By Rescarched By
Executive Office D. Beauchampf}kg7"
Executive Director Approval Date of Approval - Date of Report
| forzee £ (el lo- 2- R4 September 25, 1984

Purpose: Yes (See Analysis per details),
mDecision Requested DInformation Only [:]Statua Report Financial Impact No :

In the space provided below, briefly describe the ISSUE, BACKGROUND, ANALYSIS, and RECOMMENDATICON. Use additional
sheets if required.

ISSUE

The approval of a vacation credit plan and the setting of vacation credits for
Fiscal Year 1984/85 for the Executive Director.

BACKGROUMD

Existing law provides that the Commission may estahlish regulations governing
the granting of vacation credits for the Executive Director. In the absence of
' these regulations, the Fxecutive Director's vacation is determined accordirg %e
6 State Civil Service rules. The Commission, to date, has not acted to establish
such requlations.

The Commission's Organizational and Personnel Policies Committee, addressinn
the issue at the request of the full Commission, is proposing that regulations
be estahlished that would allow the Commission to determine the Executive
Director's vacation credits arnually, after a performance review.

ANALYSIS

It is the opinion of the Organizational and Personnel Policies Committee that
the Commission should exercise its right, under law, to set the Executive
Director's vacation credits. As this is the only seament of the [xecutive
Director's compensation package that can be affected by the Commission, it
seems appropriate that this management tool be utilized. There is no direct
cost related to this action.

RECAHMMENDATIOM
Based on the above, the appropriate action for the Commission would be to:

1.  Adopt proposed regulation 1017, as attached, relating to the setting
of vacation credits for the Executive Director.

2. Adopt the appropriate vacation credi*s for the Executive Director
for the 19f4/8% Fiscal Year.

.‘

POST 1-187 (Rev. 7/82)




1017,

PROPOSTDR RECHLATION

Executive Director Evaluation and Vacation Allowance

The Compission, at the first mectine held after
the hoainnina of cach {iscal year, shall roview
the perforience of the Trrcutive Mroctor and
after suel voviow ] Aaeion vacation cradits that
VI T ace v e T E e T U ey Tt on oy The T Ticcal
vear.  Such vaeatian credils Tav acoria, v fhout
resrect to ennr T

AT vacarion w1 Tovancrs, 167
FeXinum of o vorking days at any given time.




STATL OF CALIFONNIA GEORGE DEUKMENAN, ernm::

Coma v e, s

DEPAHTMENT OF JUSTICE JOHN K. VAN DE KAMP, Attorney General
ﬁﬂﬂ COMMISSION ON PEACE OFFICER STANDARDS AND TRAINING

W&Sﬁﬁs 4349 BROADWAY
AL P 0. BOX 20145 p

d'ﬁf SACRAMENTO 95820-0145 fugust 31, 1904

BULLETIM: 84-9

SUBJECT: REGULATICN TO PROVIDE VACATIOM CREDITS FOR EﬁECUTIVE DIPECTOR

At its October 18, 1984 meeting, the Commission will consider a proposal to
establish a regulation relating to vacation accrual for the Executive
Director.

The attached YMotice of Proposed Action, regquired hy the Administrative
Procedures Act, provides details concerning the proposed regulation and
information regarding the process of adopting the requlation. Inquiries
concerning the proposed action may be directed to Patricia Cassidy at
{(916) 739-5248.

NORMAN C. BOEHM
Exccutive Director




Commission on Peace Officer Stondards and Tra{hing
MOTICE OF PPOPOSED ACTION

REGULATION TO PROVIDE VACATION CPEDITS FOR EXECUTIVE DIRECTOR

Notice is hereby given that the Commission on Peace Officer Standards and
Training (POST), pursuant to the authority vested by Section 13506 of the Penal
Code and to interpret, implement and make specific Section 19857 of the
Government Code, proposes to adopt a regulation in Chapter 2 of Title Il of
the California Administrative Code.

Hotice is also given that any person interested may present statements or
arguments in writing relevant to the action proposed. Vritten comments

must be received by the Commission on Peace Officer Standards and Training,
P.C. Box 20145, Sacramento, California, 95820-0145, no later than COcteber 15,
1984.

INFORMATIVE DIGEST

Existing Taw provides for the employment of an Exccutive Secretary {Exccutive
Director) by the Commission on Peace Officer Standards and Training (POST).
This position is cxempt from ¢ivil service, and the incumbent serves at the
pleasure of the twelve members of the Commission, who are Gubernatorial
appointees. Currently, the Executive Director's compensation package,
including vacation credits, is determined by the Department of Personnel
Administration in accordance with various State rules and regulations.

Existing law &lso provides that the appointing power of any employece not a
member of civil service may promulgate rvegulations governing vacations for such
employee. In the absence of such reguiations, the rules for civil service
employces relating te vacations shall govern. Currently, the Commission has no
reqguiations regarding this subject.

This proposal will establish in requlation the Commissien's authority to arant
appropriate annual vacation credits to the Executive Director., The exact
number of vacation hours granted will be determinced annuaily after a revicw of
the Executive Director's performance by the Commission. This review shall be
conducted at the first Commission meeting in cach fiscal year. :

ADOPTION OF PROPOSED REGULATION

A public hearing is not scheduled. A public hearing will be held if any
interested person, or his or her duly authorized representative, submits a
written request for a public hearing to the Commission on Peace Officer
Standards and Training no later than 15 days prior to the close of the written
comment peried. Following the public hearing if one is requested, or following
the written comment period if no public hearing is requested, the Commission on
Peace Officer Stondards and Traininag, at its own motion, may adopt the proposed
requiation if it remains substantially the same as described in the Informative
Digest.




1f the requlation adopted by the Commission on Peace 0fficer Standards and
Training differs from, but is sufficiently related to the action proposed, it
will he available to the public for at least 15 days prior to the date of
adoption. Any person dinterested ray obtain a capy of any modified requlations
prior to the date of adoption by contacting the agency officer named hercin.

FISCAL INPACT

The Commission on Peace Officer Standards and Training has determined that no
savings or increascd costs to any State agency, no reimbursable costs or
savinas under Secticen 2221 of the Pevenue and Taxation Cede to local agencies
or school districts, no non-discretionary costs or savinas to local agencies or
school districts, and no costs or savings in federal fundinog to the State will
result from the propesed action. The Commission has also determined that the
proposcd changes do not impose a mandate on local acencies or school districts
and will involve no significant cost to private individuals or businesses.

The proposed regulation will have no effect on housing costs.

- The proposed reaulation will have no adverse economic impact on small business.

IMFORMATION REQUESTS

The Commission on Peace COfficer Standards and Training has prepared a Statement
of Reasons for the proposed action. A copy of the Statement of Reasons and the
exact languace of the proposed requlation may be chtained upon reoquest by
writing to the Commission on Peace Officer Standards and Training, P.G. Box
20145, Sacramento, California, 95020-0145. This address is also the location
of public records, including reporis, deocumentation, and other materials
related to the proposed action,

Inquiries concerning the preposed action may be addressed to Patricia Cassidy
at {916} 739-5348.




Commission on Prace Officer Standards and Training
RECHLATION TO PROVIDE VACATIC CPEPITS FOP THE EXECUTIVE NDIRECTOR

. STATEMENT OF REASPMS

The Cemmission on Peace Officer Staendards and Traininag (POST) will consider, at
its October 18, 1924 mectine, the addition of a regulation relating to vacation
accrual fer the Dxecutive Director. Current law allows the Commission to
propuicate regulations rnaarﬁ1na vacations for this pesition, or, in the
absence of such requitotions, 2t1ov the recular civil service rules relating
to vecation to apply. The Com.1ss1on has not, in the past, chosen to exercise
its option in setting the vacation allowance for the Executive Director.

l The purpose of this change is to allow the Commission to assion vacation
credits on the basis of job performance, rather than ¢ivil service rules. The
current process does not allow for the acknowledooment of performance which
exceeds_that requived for the position. Because of the limitations imposed on
the Commission hy State rules and regulations, the granting of additional
vacation credits is the only option in the E>ecut1ve Director's compensation
packaae which may be directly addrossed by the Commission. Salary end
henefits, other than vacaticn, are a direct responsibility of the Department of
Personnel Adninistration. o

. It is the Commission's intent to annvally revicwy the performance of the
Executive Directer and assion vacation credits accordinaly. Such credits will
rermain in effect for a one-vear pericd, until the next such evaluation.
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August 30, 1984

P.0.5.7T. Commission

% Morman Boehm
Executive DiTector

P. 0. Box 20145
Sacramento, Ca. 95820

Dear Norman and Commissioners:

My compliments on your new Pacesetter Hewsletter.
find it refreshingly brief and to the point, while
providing a broad spectrum of needed information.

Very well done!

Respectfully,

b
[ S L.
F o “
- -3
L

Wd@é}w/

MEL MELSON
Chief of Police
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OCEANSIDE POLICE DEPARTRIENT

LAURENCE R, MAHSHALL, CHIEF OF POLICE

"September 5, 1984

Jay Rodrigquez, Chairman

P.0.5.T. Center for Executive Development
4949 Broadway,

Sacramento, CA 95820

Dear Mr Rodriguez:

I have just received my first copy of your Pacesetter
Newsletter which I find very informative and well put
together. This is something that will be of great

value to executives in the field and f£fills a long-
standing need.

I would like to offer my best wishes for your cont-
. : inued success with this newsletter.
Sincerely,
f'

/(/
By
xgggng Berryf ieutenant
Detective Cofmander

GNB :mbc

CITY OF OCEANSIDE 1617 MISSION AVENUE ~ OCEANSIDE, CA 32054  TELEPHONE 618-439-7200
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DEPARTMENT OF POLICE / ZIP CODE 90
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iy Dy, TS -
P..H M. MOULTON, CHIEF R TEL: (213) 379-2477
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September 4, 1984

Myr. Norman C., Boehm
Executive Director

P.0.S.T. o L

P. 0. Box 20145 S g

Sacramento, CA 95820-0145 -~

Dear Norm: =
[¥8)

-) 1
RN

Congratulations on the first edition of the Pacesetter. You have 7,
captured the essence of the need for busy police executives and =
managers. In the past I have found it necessary to sift through .o
numerous publications to identify articles of this nature that -
are relevant to my needs as a Police Chief.

\'5(;1,

. I have already recejved an outpouring of support for this type of
newsletter from my upper and middle management staff. My predic-
tion is that we will become a stronger team as a result of the
exposure to this and future newsletters,

Quite frankly, I believe this newsletter will be instrumental in
the personal and professional development of our management team
and enhance our ability to better serve the community.

A special note of commendation is due for your editor, Beverly
Short and other staff members who put together this attractive,
practical, and educational "Newsletter for Law Enforcement
Leaders.”

Once again, you have proven that California Peace Officers Stand-
ards and Training is number one!

Yours for professional Taw enforcement,

/2

Rogg' M. Moulton
Chiet of Police
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Harold McKinney
Sherlff

September 4, 1984

Norman C. Boehm, Executive Director

State of California

Commission on Peace Officer
Standards and Training e

Center for Executive Development

4949 Broadway =

P.0O. Box 20145

Sacramento, California 95820-0145

Dear Mr. Boechm:

Congratulations to you and your fine gtaff for the new
Pacesetter publication. The Pacesetter is designed for
easy reading with short, concise articles, and future
course schedules. Information about what is occurring

in the Command College along with descriptions of the
new programs in the Management and Executive Seminar
areas was very informative. I also appreciated the
capsule review of the Executive Training Needs Assessment
(ETNA) completed in 1983.

It is obvious that much work was devoted by many people
developing the format and style of the new Pacesetter.
The Pacesetter has been needed for a long time. 1
believe that management and executive personnel will
find it most informative and beneficial to their career
goals.

Best regards,
Harold McKinney, Sheriff

By ‘ ﬂwj) %/.?a% fr-‘@/z/u

Steve Magarian, Agsistant Sherift

SM:sp

Law Entarcement Administration Buildiog /2200 Fresno Steet/ 00, Box 1788 [resno, Calitormia

O3717/(209) ABK._3039
Fgual bmpluymeat Cppontunigy Allumative Adtiom Handicap bnployer




CITY OF CYPRESS &

5275 ORANGE AVENUE, CYPRESS, CALIFORNIA 90630 e AREA CODE(714)828-9390

September 4, 1984

Mr. Norman C. Boehm

Executive Director

Commission on POST

Center for Fxecutive Development
P. 0. Box 20145

Sacramento, Califormia 95820-0145

Dear Norm:

. ’ A short note to let you know that the newsletter PACESETTER
is everything you promised, plus more. You should be very
proud of your and your staff's accomplishments on this
particular project.

As a police executive 1 sincerely appreciate your leadership
and your staff's efforts in what I hope is an ongoing search
for innovation in training and buman resource development.

Sincerely,

o A 'é/(’ ;’2»
": P )
. RONALD E. LOWENBERG

Chief of Police

-l rd
w2 REL:am s




CITY OF GARDEN GROVE, CALIFORNIA

11301 ACACIA PARKWAY, GARDEN GROVE, CALIFORNIA 92640

MAILING ADDRESS: P.O. BOX 3070, GARDEN GROVE, CALIFORNIA 92642

POLICE DEPARTMENT

September 6, 1984 %f
[ )
wn

Mr. Norman Boehm o

4949 Broadway
P. O. Box 20145 -
Sacramento, CA 95820-0145 =

Dear Mr. Boehm,

I just reviewed the September issue of "Pacesetter."” I
think that the newsletter is informative and an excellent
method of communicating with police managers.

"Keep up the good work!”

Very truly yours,

S(:j?/;NEE, CAPFPAIN

!’lJ
BUREAU COMMANDER
OPERATIONAIL SERVICES BUREAU

SEXK: 1w




CITY OF CYPRESS (&

5275 ORANGE AVENUE CYPRESS CALIFCRNIA 90630 e AREA CODE (714) 828-939%90

August 31, 1984

Commission on Peace Officer Standards & Training
Center for Executive Development

4949 Broadway

P. 0. Box 20145

Sacramento, California 95820-0145

Gentlemen:

Having just received the initial issue of "PACESETTER" I must tell you how
pleased I am that such a publication has come into being.

. I have seen similar publications in business and industry for years and
always found them most interesting and informative.

Looks like the police executive has arrived on the scene and is being
recognized as a professional.

Congratulations!

¥ é?ﬂStatus Change - Lieutenant to Captain (CYPRESS POLILCE DEPARTMENT)
T -;?Address Change - 5172 Orange Avenue to:

S 5275 ORANGE AVENUE

CYPRESS, CALIFORNIA 90630
: e Sincerely,

iy

Daryl Wicker, Captain
; \ Cypress Police bepartment




 MONTEREY COUNTY |

‘ SHERIFF - MARSHAL - CORONER - PUBLIC ADMINISTRATOR'S DEPARTMENT

P.O.BOX 802 « SALINAS, CALIFORNIA 93902 « AREA CODE (408)
EMERGENCY ONLY - [iAL 811

RECORDS SECTION - 424-0421 COUNTY JAIL AND
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o b

September 5, 1984 oo
Norman C. Boehm, Executive Director ,: '
Commission on Peace Officer Standards & Training e
P.0. Box 20145 Tl
Sacramento, CA 95820-0145 . T
Dear Norm: gé i

-

I just completed reading my first issue of "Pacesetter". I was very impressed with
the format and content. It contained many informative articies which were of par-
ticular interest to me.

I think it is an excellent idea and I'm sure it will meet with much approval by other
.]aw enforcement managers and executives, '

With best regards,

D. B. "%;" COOK

Sheriff-Coroner-Public Administrator

DBC/gs

P.S. I'm also enclosing a list of my lieutenants and above so that they can be placed
on your mailing list for future publications.
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'SECURITY PACIFIC NATIONAL BANK

HANK E. KOEHN
VICE PRESIDENT

September 13, 1984

Ms. Bevernly Shonrt
POST '

Centen fon Executive Development
4949 Broadway

Post Office Box 20145
Sacramento, CA  95820-0145

Dean Beverly:
I've fust necelved and read Pacesetten.

I£'4 a fine newsletter. 1 am swre it will have a positive
Admpackt. 1I'm Ampressed, it's very well done.

Hank E. Koehn
Vice President/Directoxr

FUTURES RESEARCH DTVISTON
HEK/smj

-mw




Uounty of Los Angeles

A,
- @ ‘&@“"‘ ﬁ” Office of the Sheridf
é-ﬂ\g T rall of Justice

Lo Angeles, Califurnia go012

SHERMAN BLOCK, sreriFe

September 18, 1984

cA
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i
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r~
Notman . Boehm, Executive Director b '_
Commission on POST -
Center For Executive Development =
P.O. 1 Box 20145 e R

Sacramento, California 95820-0145 .
Dear Mr. Boehm:

The Los Angeles County Sheriff's Department's Data Systems Bureau was very
pleased with your new newsletter entitled "Pacesetter”. We would like to be
. added to your mailing list. Please address the newsletter as follows:

Captain, Data Systems Bureau

Los Angeles County Sheriff's Department
211 West Temple, Room 530

Los Angeles, California 90012

Thank you in advance for adding us to your mailing list and for putting together
this informative publication.

Sincerely,

SHERMAN BLQCK, §HERIFF
4 /'/," J

e f/ /.;,.

- A e

,’,7/:/ H

Varry L{ Anderson, Captain
ata-Systems Burcau




SAN DIEGO COUNTY SHERIFF'S DEPARTMENT

POST OFFICE BOX 2991
SAN DIEGO, CALIFORNIA 92112
TELEPHONE (714)

JOHN F. DUFFY, Sheriff

September 17, 1984

Commission On POST

Center For Executive Development
4949 Broadway

P.0. Box 20145

Sacramento, CA 95820-0145

" To Whom It May Concern:

I appreciate "Pacesetter" and wish to compliment you on developing
this law enforcement newsletter.

Effective Septembér 28, 1984 1 will be promoted to Captain and
transferred, however, my mailing address will remain the same.

Keep up the good work.
Sincerely,

JOHN 'F. DUFFY, SHERIFF.

- VY A
PRy 00 }’.‘:ﬁ/
s /

I

B. Mclkaughlin, Lieutenant
Reserve Support Detail

JFD:BM:rgm




ADVISORY COMMITTEE APPOIMTMENTS

Summary Sheet

As of September 1984, there are several vacancies on the POST Advisory
Committee, and it appeared appropriate that these vacancies, and the nominee,
be summarized for the convenience of the Commission. The vacancies and the
nominee are as follows: '

California

State Sheriffs' Association

1st
2nd
3rd

Department

Choice: Sheriff Ben Clark, Riverside County
Choice: Sheriff Lloyd Wilson, Mono County
Choice: Sheriff Pod Graham, Yolo County

of Catifornia Highway Patrol

Ist
2nd
3rd

California

Choice: Chief William Oliver, Commander, Personnel & Training
Choice: Assistant Chief Ken Anderson, Personnel & Training
Choice: Captain William Carlson, Commander of the Academy

Community Colleges

"I" 1st

2nd
3rd

Choice: J. Winston Silva, Supervisor, Criminal Justice
Education and Training, Chancellor's Office

Choice: Bi11 Anderson, Chancellor's Office

Choice: Doug Cronin, Chancellor's Nffice

Public Members

The terms of two public memhers serving on the Advisory Committee also
expired in September 1984:

Br.
San
has

Mimi Sitbert, Fxecutive Director of the Delaney Street Foundation,
Francisco, appointed to the Advisory Committee in July 1981 and
served one term.

Carolyn Owens, Program Representative and Criminal Justice Program
Administrator of all POST programs at Kellogg West, California State
Polytechnic University in Pomona, appointed in February 1984 and has
attended two meetings.

We have received a recommendation from Chief Bob Whitmer in Redding that
Mr. Joseph Gazzigli be considered. Mr. Gazzigli, an attorney, was formerly
a prosecutor in Orange County, and is now in private practice. He is
active in community affairs in Redding and comes highly recommended by the

Chief.




President

BUD COOK
Monterey County
PO Box BO9
salinas, CA 93902
408-424-6487

st Vice President
ROBERY WINTER
Sama Clara County
180 W, Hedding Street
San Jose, CA 95110
SO 92101

2nd Vice President
BRAD GATES
Crange County

203, Box 41537

Santa Ana. CA 42702
T30 2

Sergeant=At-Adnns
WALLY BERRY
e County

Qalifornia Btate Sheriffs’ Association

Organization Founded by the Sheritfs in 1894

August 27, 1984

Jay Rodriguez, Chairman [
Commission on Peace Officer Standards & Training

P, 0. Box 20145
Sacramento, CA 95820-0145 )
Re: POST Advisory Committee Recommendation L

Dear Chairman Rodriguez: R

As president of the California State Sheriffs' Association I would
1ike to re-nominate Sheriff Ben Ciark, Riverside County, as our nominee to
the POST Advisory Committee.

Sheriff Clark has served in this capacity as a representative of CSSA
for the last several years and is well aware of the duties and responsi-
bilities. His experience as one of the senior sheriffs and his well
known interest in training makes him the wise choise. Sheriff Clark has
indicated to me his strong interest in continuing in this role.

L Lowweer Sunset Drive

Sonora, CA 95370
M534.5815

Secretary

RICHARD F. PACILEQ

tt Daracdo County
300 Far Lane

Plac ercille, CA Y5067
G1hH-H26-2271

lreasurer

HOYD TIDWELL

Sean Bernanhno County

P.0O). Box 969

I would ask that he pe re-appointed to the Advisory Committee.

Very truly yours,

D. B. "BUD" COOK
Sheriff-President
Calif. State Sheriffs' Association

San Bernarding, CA 92402

TEA-384-2511

- DBC/gs

Sheriff Ben Clark, Riverside County
Sheriff Richard Pacileo, Secretary, E1 Dorado Co.

cc:

1st Runner Up:
2nd Runner Up:

Sheriff Lloyd Wilson, Mono County
Sheriff Rod Graham, Yolo County




STATE OF CALIFORNIA-BUSINESS, TRANSPORTATION AND HOUSING AGENCY GEORGE DEUKMEJIAN, Governot

ARTMENT OF CALIFORNIA HIGHWAY PATROL

BOX 898
SACRAMENTO, CALIFORNIA 93804

(916) 445-7473

August 23, 1984
File No.: 1.2295.A2262

Jay Rodriquez

Commission Chairman

Commission on Peace Officer
Standards and Training

P. 0. Box 20145

Sacramento, CA 95820-0145

Dear Chairman Rodriquez:

As you requested, the following personnel of this
Department are submitted to you in prioritized order
to represent the California Highway Patrol as a

. member of the POST Advisory Committee:

1. Chief William Oliver, Commander, Personnel
and Training Division.

2. Assistant Chief Ken Anderson, Personnel and
Training Division.

3. Captain William Carlson, Commander of the
Academy.

As you recall, Chief Oliver was appointed in April of
this year to complete the unexpired term of Deputy
Commissioner Hannigan (former Assistant Chief). Since
that term expires September 1984, it is our recommenda-
tion that he be reappointed for a full term.

Your consideration of our request is greatly appreciated.
If you have any questions in this matter, please do not
hesitatg to contact me.

TEL ITH
Commtssioner




CHANCELLOR'S OFFICE

&LIFORNIA COMMUNITY: COLLEGES

NINTH STREET .
RAMENTO, CALIFORNIA 95814
(916) 445.-8752

e ~

September 11, 1984 < <

- - jos

- I.
Mr. Jay Rodriguez : = -
Commission on Peace Officer “

o~
Standards and Training Yo
4949 Broadway *
PO Box 20145

Sacramento, CA 95820-0145 =

Dear Mr. Rodriguez:

This is in response to your request for a prioritized list of three nominees
from my office to fill the Chancellor's Office position on the POST Advisory
Committee.

I certainly appreciate the opportunity to continue to have my office repre-

. sented on the committee. As you may know, Mr. J. Winston Silva of my staff
has sole responsibility in the area of administration of criminal justice
including curriculum development, inservice training of community college
staff, and program approval. Because of this, I nominate him to continue on
the POSt Advisory Committee. :

Sincerely,

N &

Gerald C. Hayward

Chancellor
GCH/mh
cc: Bill Anderson (4ys - O486) @ v
o =7
~ T
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