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1.0 Introduc.tion 

At the x'equest of the National Institute, Abt Associates conducteld 
a brief validation study of the Reserve Deputy Sheriff Program 
(hereafter called the Reserve Program) of the Los Angeles County 
Sheriff's Department. An on-site visit was conducted on December 
18, 19, 20 and 22 by an Abt Associates staff member and a consul­
tant, Sgt. Darrel Stevens of the Kansas City Police Department. 

'During this visit, interviews were conducted with various members 
of the Reserve Program including Captain Harold W. White, Commander 
of the Reserve Program; Hal Gage, Administrative Lieutenant of the, 
Reserve Program; three other members 'of the central staff of th\? 
Reserve Program; the Reserve Coordinator of the NODvalk station; 
five regular Deputies of the Department; Captain Richard Foreman, 
Director of the Training Academy; Sgt. Ray Hickman, Coordinator 
of Reserve Training; and several candidates presently enrolled in 
the Re'serve Training Program. 

In addition to these intervievlS and a review of documents provided 
by project staff, one member of the team observed an evening patrol 
in a car with a Regular and a Reserve Deputy while the other vali­
dator attended the Sunday training program for reserves at the De-

, partment's Training Academy. 

1.1 Project Development 

The Sheriff's Reserve Force was formed in 1941 to provide a illli- , 
formed, well-trained force of volunteers to assist the regular de­
partment in time of disaster or civil emergency. Both the Penal 
(830.6a) and Government (26604) Code of the State of California 
establish the Sheriff's authority to develop and maintain a Deputy 
Reserve force. In 1961 the County authorized the payment of $1.00 
per year for each Uaputy Reserve in order to qualify them for 
coverage under State's Wory~en's Compensation, and to conform to 
a revision in the Penal Coje (830.6a) which stipulates that ~~~ 
serve is a Peace Officer when on a specific assignment, and as 
such must be compensated for services. 

Ordinances of the County of Los Angeles provide additional and 
more specific description of the legal authori'ty of the Deputy 
Reserve. Ordinance Number 5582 (Disaster and Civil Defense) , 
Section 92(c) states: 

.. 
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.ft The Disaster Law Enforcement ServicEl which shall be 
headed by the Sheriff of Los Angeles County, and 
which shall carry out the duties of the Sheriff in main­
tenance of all law and order, including the policing 
of structural and personal property in stricken areas 
and through assistance to other disaster services and 
other law enforcement services as may be required; shall 
coordinate its plans and operations with the California 
Highway Patrol. Deputy Sheriffs serving in Sheriff's 
Reserve pursuant to this subsection (c) shall be en­
titled to badges and cap pieces as provided in the pre­
vailing Badge Ordinance, which provides for the i~suance 
of County Badges." 

The Reserve Program has over thirteen hundred trained volunteers 
who provide.donated service in one of four program components: 
(1) Uniform Deputy Reserves, legally-qualified peace officers 

who are armed and perform the full law enforcement function; 
(2) Mounted Possemen who patrol equestrian ways and assist in 
cer.tain emergency situations; (3) Nountain Rescue Teams who 
assist lost or injured citizens in the mountainous terrain of 
the country; and (4) Specialists Units* ( such as Medical, Photo­
graphic, and Technical) professionals who provide specialized 
services in their respective areas of expertise. Reserves are 
used both on a routine basis to supplement sworn personnel and 
in emergencies or at special events. 

2.2 Project Organization 

The Sheriff's Department of Los An~eles County haE jurisdiction 
in twenty-nine (29) contract cities *and the unincorporated 
areas of the County serving a population of approximately two 
million persons. The map on the following page (Figure 1) dis­
plays the areas of jurisdiction and the location of stations of 
the Department which consists of some 8,800 sworn personnel. The 
Reserve Forces Bureau is part of the Administrative Division (cf. 
Figure 2) which is under the supervision of one of the two Assis­
tant Sheriffs who report directly to the Sheriff through the office 
of the Undersheriff. 

* Organizationally,. the Specialists Units are part of the Uni­
form Reserves, but for. purposes of program assessment this re­
port will treat them as a separate program component. 

** Purchase of service contract between the cities and the . .. 
Sher~ff's Department. 
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The Reserve Forces Bureau staff consists of a Captain who is the 
Commander, an Adn~nistrative Lieutenant, six Sergeants, two De­
puties, and three support members. The Bureau monitors activi­
ties of the Reserve Program on a county-wide basis, maintains 
servjce records, convenes monthly meetings of all Station Coor­
dinators, maintains liaison \.,ith the training academy, and devel­
ops Departmental policy on the program. In addition, a group of 
specialists uni ts including the l-lotorcycle Unit, the Technical 
Reserve, the Photographic Company, the Medical Company, the Lady 

. Reserve Company, and the Administrative Company are under the di­
rect control and supervision of the Reserve Bureau staff • 

. 
Reserves (Uniform, Posse and Mountain Rescue) at the Stations are 
under the direct supervision of the Reserve Station Coordinator, 
a regular Deputy, who is directly responsible to the station 
Commander in all matters.* station Commanders have total author­
ity ov.er reserves assigned to their respective stations. 

The current strength of the Reserve Forces is thirteen hundred 
and fifty-one (1,351). During fiscal year 1973-74, it contributed 
452,208 hours of service at an estimated savings to the County of 
$3,020,749 (cf. section 2.4, "Efficiency"). 

Uniform Reserve Unit 

Reserve Deputies Df this unit are assigned to the fifteeB stations 
of the County; their primary function is to supplement the Patrol 
Divisions by riding as second person in the radio cars. Each 
reserve is required to work a minimtxm of three eight-hour tours 
each month, and as conditions dictate, reserves can be called for 
special duty in disaster areas, civil defense situations, and spe­
cial events such as fairs, parades, athletic events, and youth 
programs. 

The Uniform Reserve Unit constitutes seventy-five percent of the 
total reserve complement, and contributed about seventy' percent 
of the total person hours worked in fiscal year 1972-1973 (July 1-
June 30). 

* Reserve Forces Manual 1-30/05. 
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Its members receive three hundred and sixty-four (364) hours of 
training which exceeds the requirements of the California Peace 
Officers standard of Training (POST). (cf. section 1.3.4 below) , 
and are legally qualified to perform all phases of police work. 
Presently members of the Uniform Reserve work in almost all divi­
sions of the Sheriff's Department. 

Mounted Posse 

Members of the Mounted Posse are a.lso assigned to each of the fif­
teen Sheriff's Stations; currently the unit has about thr.ee 
hundred and sixty-five (365) trained personnel. Their primary 
duties are the routine patrol of equestrian ways, dry riverbeds 
and hazardous mountain areas; search and rescue operations in 
terrain which is not accessible by motor vehicles or helicopters; 
and deployment in certain crowd control operations. 

Before active assignment each posseman must successfully complete 
a seventy-twu hour specialist Training Program at the Sheriff's 
Academy. This program is designed to meet the requirements and 
responsibilities of Reserves as specified in state and County law 
and in departmental regulations. 

Mountain Search and Rescue Unit 

Within the confines·of Los Angeles County are many mountain re­
creational facilities utilized throughout a given year qy hundreds 
of thousands of citizens. The Sheriff's Department has responsi­
bility for law enforcement and provision of services to those who 
become lost, stranded or injured in these areas which are inaccess­
ible to motor vehicles, and in certain parts, to horseback riders. 

The Mountain Search and Rescue Reserves are deployed in five 
stations (Antelope Valley, Montrose, Santa Clarita Valley, Alta­
dena and San Dimas) and members are selected for proficiency as 
moUntaineers, maturity, ability and willingness to respond in 
emergency situations. Reserves in this unit are required to 
successfully complete a seventy-two hour specialist Training Pro­
gram at the AcademY and a one-2'ear Mountaineering Proficiency 
Training Program ~ithin their respective teams. 

During fiscal year 1972-73, this unit contributed about eleven 
thousand (11,aOO) person hours of service in various emergency 
operations. 
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The three units described above constitute the largest part of 
the Reserve complement, contributing 85% of all Reserve Deputies" 
service ~ours. Described below are the six smaller units which 
perform specialized functions under the direction of the cen­
tralized Reserve Bureau staff. 

Lady Reserve Company-- Lady Reserves are deployed primarily 
for service at the Jail Division at the Sybil Brand Institute 
for Women, and at the stations in the Patrol Divisions performing 
either patrol or desk duties. Members also work in the Transpor­
tation and Community Relations Bureaus, serve as Drill Instruc­
tors at the Training Academy, and do undercover work for ,the De~ 
tective Division. Lady Reserves are part of the Uniformed Re­
serve Unit, receive over three hundred and sixty-four (364) hours 
of training, and are legally qualified to perform all tasks as­
signed to a Regular Lady Deputy. 

Technical Reserves --Personnel who have. specialized exper­
tise in electronics or a related field may be assigned as Techni­
cal Reserves. They perform routine police fUnctions, operate and 
maintain radio communication a~paratus of the Reserve Forces 
and work on special problems in their field of expertise. They 

, have provided services to many of the Department's special units 
such as Vi.ce, Burglary, Narcotics and Robbery. Members receive 
fihe full ;chree hundred and sixty-four (364) hours training pro­
gram. 

Photographic Reserves -- Personnel of this unit have spe­
cial expertise in the field of photography, especially motion 
pictures. Primary functions are to produce the training, recruit­
ment and public relations films, and audio visual aids for the De­
partment. They receive the minimum law enforcement training course 
of seventy-two hours. 

Reserve Motorcycle Detail -- Personnel of this unit are 
,attached to the Sheriff's Special Enforcement Bureau and are 
deployed in twelve stations in the County for selective traffic 
enforcement and control on both a routine and emergency basis. 
They are utilized in parades and other special events, and for 
operations in areas where their vehicles are particularly appro­
priate to the terrain. Motorcycle reservists are required to com­
plete the full 364-hour training program at the Academy, and work 
a minimum of one year in a radio car assignment prior to acceptance 
in this special. unit • 

.. 
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Medical Company -- Physicians who join the Medical Company 
are required to attend the minimum seventy-two hour training course, 
but about,half of these reservists are also trained by the Emer­
gency Services Detail (ESD) in mounta'ineering and are assigned to 
the Medical Emergency Team (MET). These physicians are assigned 
weekend duty with ESD and accompany them in t.he helicopters on 
all rescue missions. 

The Medical Company also gives physicals to all Reserve candidates, 
and conducts an ongoing training program in Cardiopulmonary Resusci­
tation for active Reserve personnel. Two psychiatrists in the Com­
pany are assigned to the Sheriff's Health and Welfare unit on an 
"as needed" basis for Reserve and Regular personnel. 

Administrative Company -- This unit was formed in 1972 
in order to provide a highly specialized pool of technical skill 
which the Departlnent could utilize on a regular basis for advisory 
anp consultant services. Members of the Company currently provide 
expertise in the areas of data processing, behavioral psychology, 
long-range forecasting and planning, instructional technology, 
motivational research, performance evaluation, community relations 
and others.' 

The Administrative Company is under the command of a Reserve Cap­
tain but a regular Administrative Lieutenant acts as his executive 
off~cer. A Sergeant of the Reserve Forces Bureau acts as coordina­
tor between the Company and the Department. The Company has four 
platoons: 

• Management Services·j-- specialty in the areas of 
management, planning and administration; 

• Social Sciences -- skills in the areas of education, 
psychology, humanities and the arts; 

• Information Sciences -- expertise in the areas'0fdata 
collection, design of data systems, interpretation, and 
automated systems; 

• Operations -- evaluates Departmental requests, assigns 
a task force from within one of the three platoons, 
and supervises the progress of the project until de­
livery of the Final Report. 

, 

At the time of the site visit, task forces were working 
on the following projects: performance evaluation of 
Lady Policewomen in routine patrol assign~ent; APIS--
an analysis of manpower deployment options; use of video­
tape techniques in instructional situations; development .. 
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of a training course in abnormal psychology; 
development of a management philosophy for the Depart­

;ment; study of psychological and emotional effects of 
officers in stress situations; and revision of POST 
standards. 

Figure 3 on the following page summarizes the number of person­
nel, hours of service, and training requirements of each of the 

'units'of the Reserve Forces. 

1.3 ?rogram operations 

This section will describe the major operational components of 
the Reserve Program. Unless otherwise noted, the description 
applies to bhe largest and most important unit of the Program, 
the Uniform Deputy Reserves. 

1.3.1 Recruitment 

The individual primarily responsible for recruiting J~eserve 
candidates is the Station Coordinator. Candidates a:re recruited 
through direct contacts with local businesses and industries and 
junior colleges; newspaper articles in the local papers of the 
various cities of the County, and personal contacts by both Regu­
lar and Reserve Deputies. In addition, the Reserve Bureau places 
radio and television public service announcements and distribute!? 
pamphlets on a 'county-wide basis. 

1.3.2 Reserve Admission Requirements 

Requirements for admission to the Uniform Reserves are: 

• United states citizenship; 

• Age range of 21 to 40; 

• Minimum height of 5'7" and weight proportionate 
to height; 

• Valid California driver's license; 

• High school diploma.or equ~valent; 

.. 
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1973- J Number of Per- Hours o.f 
1974 sonne 1 Service 

Reserve Uni t"-.... 
(Strength Report 
Nov. 31, 1974) 

IIUniform Reserve .610 298,141 

Mounted Posse 365 82,413 

~ 
lMountain Search 120 21,936 

0 and Rescue 

Lady Reserve 67 21,.419 

Technical 28 5,410 

Photographic 60 6,277 -

Motorcycle 28 5,.987 • 

.. - 'Medical 47 4,280 

Administrative 26 6,345 
Company 

TOTAL _ 1351 . 452,208 

-.1' . . I 

-- ---------------"1 

Training and Specific Requirements 

" 

364-Hour Law Enforcement Training 
Course 

72-Hour Specialist Course and 
Trained HOJ;semanship 

72-Hour Specialist Course and I-Year 
Mountaineering Proficiency Training 
Program 

364-Hour Course 

364-Hour Course and Skill in Elec-
tronics or Related Fields 

72-Hour Specialist Program and Spe-
cialty in Phography 

364-Hour Course, I-Year Radio Car 
Assignment and Motorcycle 

ND's and 72-Hou?= Course (ESD Training) 

Expertise According to Platoon 
Specialty 

:1 
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e Must .'pass physical examina tioni 

• Must pass background investigation; and 

• Must successfully complete the required course of 
instruction at the Sheriffis Training Academy. 

As a complement to this set of ml.nl.mum requirements, three other 
criteria are applied to Reserve candidates: (1) must be available 
for a minimum of 24 hours per month; (2)may not be serving as a 
law enforcement official in any other agencYi and (3) must ~lOt 
be engaged in an occupation judged to be in conflict of interes~ 
with performance of the law enforcement function, e.g., attorneys, 
counselors at law, cO'llectors, bail bondsmen, notary publics,' 
security guards, active military personnel, private investigators, 
employees or proprietors of any establishment that sells alcoholic 
beverages. 

1.3.:3 Screening and Selection 

Citizens interested in the Reserve Program are encouraged to go 
to their nearest Sheriff's Station where the Reserve station 
Coordinator will provil~e a full explanation of the program and 
a'preliminary application which is forwarded to the Reserve Bureau. 
If the preliminary application is judged acceptable according to the 
explicit aCir.1ission requirements, the applicant is asked to appear 
for an oral interview before an Admissions Board of Regular and 
Reserve personnel of the Department. The record of this interview 
becomes-part of the .applicanii:.'s file. 

If the Admissions Board recommends the applicant's candidacy, then 
an extensive formal application must be completed and forwarded 
to the Department's Division of Administrative Services 
which performs a background oheck on the candidate. The background 
investigation conducted on a candidate for Rese~Je status is 
identical to that for a candidate for a Regular Deputy position. 
It includes a review of the candidate's personal history (through 
investigation of all places of residence), academic records, employ­
ment history, military records, arrest and driving records, €r,ssocia­
tions with law enforcement personnel, credit record, organizational 

.. 
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affiliations, personal references, and medical history. When 
the background investigation is completed it is forwarded back 
to the Reserve Bureau with evaluative .conunents on the candidate I s 
appropriateness for service in the Department. If the results of 
the background indicate that a candidate not be accepted, this 
recommendation is always accepted by the Reserve Bureau. If 
the candidate is reconunended, and has passed the medical examina­
tion, he is assigned to the next available training cycle at the 
Academy. . 

1.3.4 Training 

All courses in the Recruit Training Program are conducted at the 
Sheriff's Training Academy during the day on Sundays and Monday 
evenings. uniform Reserve classes are sometimes as large as one 
hundred, but are subdivided into platoons for certain training 
activities. One Sergeant and three Deputies (all Regulars) ad­
mi~ister and coordinate on a full-time basis the Reserve Training 
Program, but the majority of the Instructors are the same person­
nel who teach Regular recruits . 

. Three full Sundays are devoted to instruction at the range in 
the variety of weapons (revolver, shotgun, and tear gas) which 
'the reserve is authorized to car~y. During the full course 
recruits are administered six two-hour written examinations, 
and ? final test in physical training. 

The 72-hour Specialist training course and 364-hour full Law 
Enforcement course are the major components of the Reserve Train­
ing Program. Both of these courses meet (and exceed) the require­
ments of the California Peace Officers Standards of Training 
(POST). Figu~e 4 displays the required subjects and hours as­
signed to each subject for both courses and their relationship 
to POST requirements. 

During the seven month cOurse of training at the Academy the Re­
serve Training staff are available to counsel recruits in academic 
or personal matters, and the Station Coordinator who re~ruited the 
candidate is expected to· provide support and assistance, and make 
arrangements for observation of patrol (ride along) for the recruit. 

At graduation from the Academy, the Reserve is not granted a POST 
Certificate (required for full-time law enforcement status) 
although he ~has successfully fulfilled all.POST requirements • 

.. . 
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Figure 4 

REQUIR£O SC:l3JECTS Re'scrve HOllIS 
, 

J---------~-_.. ____ __..._=_ _ _.. _ _1. ___ ~ ___ _ 

" 

Introduction to Law Enforc~~~nt 
Dincretionary D~ci5ion Hilkir.'1 

: r.a-..:s or ArrE:st 
Ethics and ~rofcssionalization 
Se~rcn and Sciz~re 
Se.:lrcning and H'1.n-:i:::~ffing 

Crir..inal C. C()r.::;tit::.l~io;].al. 1.",'.1 

Legal and ::or,),l ;'S?c:::ts or Force ar:d FireaI'::ls 
Rbngc ~Taining and First Aid fer Gunshot ~ounds 
ExC'.l:lin<:?tion 
TOTAL 

In addition to the 59 hours of POST required s1.!bjects, 
rcserv'cs re:::civ(! an ac.:lition~l 14 hot:rs in ~:3rcotic5 
(2). Iat.erviews and Interrog.!tions ('2) I ann Tcc.r Gas 

·Training {S}, for a total of 72 hours. 

Introduction to Law Enforcc~cnt 
Cri.r.1in<!.1 La.' • .-
Cri~inal Evidence 
A~~inistration of Justice 
Crimnu.l Invcstig.:lticn 
Police Co~,u~ity Relations 
Patrol Procc~ures 
Traffic Control 
Juv~ni1~ Procedures 
Defcn$ive Tactics 
'Firea~s 

Pirst Aid 
E:xi\!Dinations 
TaTA!. 

In addition' to th~ 274 hours of POST training require­
~entsr Reserves receive the fo11o~i~; tr~inin3: 
Orientation (4). In5pection (2~), Drill and Ceremonies 
(10), P~ysical Training (22). a~d Drbcr Training (S), 
for a total of 342 hours· of recruit training. 

Based on curriculum of present recruit class. 
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He is, however, issued the badge, identification card, revolver, 
and complete uniform and equipment of a Los Angeles County D0puty 
Sheriff. 

1.3.5 Deployment ProcedUres and services 

Each Reserve is appointed to the Sheriff's station of his choice 
where ne is placed under the direct supervision of the Reserve 
station Coordinator • 

The Reserve is required to serve a minimum of three eight-hour • 
tours (usually 4:00 to 12:00) a month, and the schedule is pre­
pared in advance so that Reserves can make necessary preparations • 
Reserves report for roll call, receive the Sergeant's instructions, 
and then accompany a Regular Deputy as second officer in a station 
patrol car. The Reserve Deputy, no matter what his Reserve rank, 
is always subordinate to a Regular Deputy. The station Dispatcher 
does not screen assignments given to a radio car with a Regular 
and Reserve Deputy. The Reserve is expected to respond to all calls, 
take appropriate action, and, in general, perform as a Regular Peace 
Officer. 

In the Uniform Reserve Force routine patrol assignments constitute 
the bulk of service provided, but the Deputies are sometimes deployed 
for i;;pecial service, e.g., parades, the Rose Bowl, etc., or for 
special programs instituted by the Stations, e.g., Burglary Pre­
vention Program designed to inform citizens of burglary prevention 
methods. 

All Reserve Deputies are required to attend mon'thly training/ 
business meetings conducted by the station Coordinator. 

1.3.6 Summary 

The Reserve Program of the Los Angeles County Sheriff's Department 
is a large, highly diversified, fully integrated and institutionalized 
force which provides law enforcement services to the community on 
both a routine and emergency basis. As such, the Progr'am is supple­
mental rather than auxiliary to the Department. The chief distinguish­
ing characteristic of this Reserve Program is the full law enforcement 
status of the Reserve Deputy while on duty (and, by extension, while 
off duty) based on the definition of a Peace Officer as specified 
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by the Penal Code of California, and t~e training which the 
Reserve receives. 
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2.0 Selection Criteria 

2.1 Goal Achievement 

The Reserve Program of the 'Los Angeles County Sheriff's Department does 
not have a formal set of goals distinct from the crime preventive­
reductive goals of the Department itself. And, consistent with the full 
law enforcement status of the! F.eserve Deputies, for reporting purposes 
it is the Department's policy to equate the performance of Reserves with 
that of the regular deputies. As a result, Gomplete and separate statis­
tical data on the Reserve Program itself--specifically, types of services 
provided, demographic characteristics of the reserve force, percentage of 
reserves who become members of a regular law enforcement department, 
citizen and departmental complaints lodged against reserves, and exact 
cost calculations for certain direct costs absorbed by the Department and 
not reflected in the Reserve Program budget--are simply not available. 

In the absence of any data to describe the composition and performance 
of Reserve Deputies, this section is confined to a discussion of the 
program's operational objectives, followed by comments on the program's 
effectiveness in recruiting, training and utilizing citizen volunteers 
where appropriate. The latter section references the standards developed 
by the National Advisory Commission on Criminal Justice Standards and 
Goals. 

2.1.1. Project Objectives and Performance 

The Exemplary Project application states that the program has improved 
the criminal justice system "by involving citizen/peace officers with 
the system; saving taxpayers' monies through volunteer services, and, 
promoting increased understanding between the citizenry and the police 
through the involvement of citizen volunteers." 

Cost Savings. A separate discussion of costs is.l contained in 
Section 2.3, Efficiency. Although data that would permit a full 
accounting of return on the Department's investment in the Reserve 
Program are not available, it is clear that the number of hours 
expended by Reserve personnel in the performance of duties that would 
normally require full salaried Deputies, represents a substantial 
cost savings to the Department. 
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Citizen Involvement. The Reserve Program has secured the direct 
involvement of some 1300 citizens who are willing to volunteer their 
services to the Department's law enforcement mission. The very size of 
the group and the fact that the Bureau.has not experienced recruitment 
difficulties attest to its effectiveness in reaching and utilizing 
volunteers. In particular, the formation of the Posse, Mountain Rescue 
and Specialists units represent a creative and cost-efficient approach 

, to citizen involvement. No direct evidence can be pr0vided to support 
the more ambitious goal of "promoting increased understanding between 
the citizenry and the police" as a result of the invo~vement of citizen 
peace officers. Indeed, since the Reserves have full authority as sworn 
officers, and are not organized as a neighborhood-based auxiliary force, 
it is not clear that the program is designed to accomodate an increased 
understanding of the police functions on the part of the general. citizenry. 

2.l.2 Oper,'ational Effectiveness 

Referencing appropriate NAC standards, this section examines the recruit­
ment, training and utilizing policies of the ~.A. Reserve Program. 

utilization 

Standard 10.2 on the Selection and Assignment of Reserve Police Officers, * 
the principal standard in this matter, states that every police agency 
should consider the establishment of a reserve force "to supplement the 
regular force of sworn personnel." In implementing this directive 
specific guidance (paraphrased below) is offered in two broad areas: 

* 

(l) Police agencies should establish selection and training 
standards "equivalent to those for regular sworn personnel." 

(2) Every agency which has identified a need to establish a 
reserve force should implement the following procedures 
to derive ma~imum benefit: (a) assign the reserve 
generalist to supplement regular police personnel in the 
day-to-day delivery of police services, and assign 
specialists to perform services within a particular field 
of expertise; (b) establish a reserve in-service training 
program; and (c) furnish the reserve officer with the 
same uniform and equipment as a regular officer only upon 
completion of training requirements. 

Police, National Advisory Commission on Criminal Justice Standards and 
Goals, page 263. 

.. 
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In every important respect the Reserve Program of the Los Angeles County 
Sheriff's Department conforms to the specifications of this n<:.tional 
standard. Uniform Reserves are utilized to supplement the services of 
regular deputies in day-to-day routine patrol activities. Possemen and 
Mountain Rescue Teams assist in special deployment problem areas; and 
specialist professional talent is tapped through the efforts of the 
specialist units (Medical, Photographic, Administrative Company, etc.). 
For several years the Program has used selection and training criteria 
equivalent to those for Regular Deputies, and has instituted in-service 
tr·aining for Reserves. Reserves are issued the same uniform and equipment 
as Regulars after they graduate from the Academy • 

. " 
Recruitment, Screening and Selection 

The screening and selection process of the Reserve Program is thorough, 
procedurally well-defined and equivalent to that of the Regular force. 
Perhaps the only deficiency of the Reserve selection procedure is the 
absence of any formal mechanism for determining applicant motivation. 
Although Standards 13.4 and 13.5 recommend screening and testing procedures 
that consider the need for personnel "who are psychologically healthy and 
capable of enduring emotional stress," neither Regular nor Reserve selection 
procedures formally accomodate these standards. While the Reserve standard 
itself only requires selection procedures equivalent to that of the regular 
force, given the uncompensated status of the Reserve role, applicant 
motivation may be more critical in selection of Reserves than Regulars: 
the motivation of an individual who is prepared to donate sixteen to 
twenty-four hours a month of his own time to policing the community may 
be distinctly different from that of a paid regular. In addition to 
the time involved, some Reserves (Possemen and Mountain Rescue Team-Members) 
must pay for equipment used in the performance of duty. This quest~on of 
Reserve motivation was posed to several Reserve and Regular depu,.tie!?-.during 

., •.•• > 

the validation study. Some saw the Reserve Program as a stepping "stone to 
regular deputy status. Others stated that they had always had an interest 
in police work but, due to financial and family considerations, could 
not pursue a full-time career as.a law enforcement officer. Several 
mentionr~ that they had extra time available and wanted to do something 
for the ~mmunity. Both Regular and Reserve deputies agreed that there 
were probably some reserves who were motivated by the desire to carry a 
badge and a gun. They felt, however, that these Deputies were in the 
minority. 

In the Los Angeles County Reserve Program screening and selection procedures 
continue during the training program at the Academy where candidates are 
evaluated in the t;raining setting. This seems to be a desirable policy, 
even though the attrition rate is approximately 50% and substantial 
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acministrative costs are incurred. Extending the screening process into 
the Training Academy controls to some degree for any possible deficiencies 
in the initial screening stage. 

Training 

Standard 16.3 which recommends minimum standards for the preparatory 
training of sworn personnel, states: 

Every state should require that every sworn police 
employee satisfactorily comple~e a minimum of 400 
hours of basic police training. 

The Sheriff's Department Training Academy is a large, well-funded unit of 
the Dep~rtment which has the respect of law enforcement personnel in 
California. Several jurisdictions send their recruits to the Academy, 
and in all respects their cour·ses meet the POST requirements of the state. 
The Uniform Reserve Training Program of 364 hours does not numerically 
meet the prescribed level of 400 hours for basic police training as 
recommended above, but does exceed the training requirements for regulars 
in many agencies in California and the country. 

An analysis of the percentages of time devoted to different topical areas 
as prescribed in Standard 16.3 is presented below. This analysis is based 
on the curriculum outline of the Full Law Enforcement Program (364 hours) 
which appears in the Appendix of this Report. 

CUrriculum of Full Law Enforcement Program 

Topical Areas 

• 

• 
• 
e 

• 
• 

Introduction to the Criminal 
Justice System 

Law 

Human Values and Problems 

Patrol and Investigation 
Procedures 

Police Proficiency 

Administration 

"1,,,,.: 

.' 

.. 

Recommended 
in Standards 

8% 

10% 

22% 

33% 

18% 

9% 
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Los Angeles 
County Proqram 

6% 

11% 

6% 

'. 
34% 

31% 

12% 
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If the titles of the curricular elements reflect the actual course content, 
and the assignment'· of these units to the six categories listed above is 
accurate, then one could conclude that the treatment of subjects in the 
area of human values and problems is allocated an inadequate amount of 
time, while the course overemphasizes elements of police proficiency. 
As the Commission points out, however, any set of training standards 
and the use of any' particular training style are value judgements made 
on the basis of perceived need and organizational experience and tradition. 
The Director of the Academy did offer the opinion that the Reserve Training 
Program ~as probably weak in the area of human values and problems as cited 
above. 

An example of how the Regular Deputies viewed the training of' reserves 
was obtained during field observation. One Regular Deputy stated"that 
before the Reserves started receiving extensive training, regular deputies 
avoided working with them. The Regular Deputy stated that now most of the 
Reserves are viewed as being competent officers and the regulars did not 
object to working with them. Field observation of a Reserve Deputy and 
discussions with other regular deputies corroborated the view that 
reserve officers were competent and were accepted by Regula.r Deputies. 
The Reserve Deputy, observed on patrol, followed correct police procedures 
in several incidents and seemed confident of his ability to perform the 
tasks expected. 

Analysis of the reserve training curriculum, observation in the classroom 
setting coupled with the testimony of Regular Deputies and observation of 
Reserves on duty all point to the adequacy and effectiveness of the training 
provided. 
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2 . .2 Replicability 

police reserve or auxiliary units hav~ been formal components of police 
departments since the early 1940' s with the advent of World l'1ar II. 
They were initially formed to fill existing manpower shortages in 
police agencies and to perform civil defense duties. Many of the 
nation's police departments have reserve forces today that are used in 
a variety of ways. -The most cornmon uses are to supplement regular patrol 
forces and to provide additional manpower for special events and disasters. 

The use of reserves to supplement police manpower clearly addresses a 
problem of cornmon concern: how to maintain or increase levels·of 
police service within existing or reduced law enforcement budgets. 

The documentation available to describe the Los Angeles County Reserve 
Program is adequate for purposes of replication by other police agencies, 
but is not contained in any single volume maintained by the department. 
A comprehensive review of operations and procedures would require a 
review of both the Reserve Manual and the two-volume !>1anual of Policies 
and Procedures which applies to both regular and reserve Deputies. 

Special Features 

Five features relevant to the generalizability of the L.A. program are 
discussed below. 

(1) Reserve Deputies' Authority as S",orn Officers. The use of 
Reserve Deputies who have the full authority of a sworn officer has an 
historical tradition in Los Angeles and California which supports its 
acceptance both among the citizenry and regular officers. But, there 
is wide variation among departments in this regard. For example, Los 
Angeles County Reserves wear the same uniform as the Regulars and are 
allowed to carry firearms on and off duty (although they are discouraged 
from carrying weapons off duty). On the other hand, the New York City 
Auxiliary Police are not permitted to carry firearms at all and have a 
patch on their uniform that distinguishes them from regular officers. 
The Los Angeles City Police Department allows its Reserves to be armed 
on duty only. Reserves of the Dallas Police Department went out on 
strike recently because they are not allowed to carry weapons • 
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(2) Training. The importance of proper training for reserve 
police officers cannot be overstressed. Regular Deputies attribute the 
success of the Reserve Program to the training the Reserve Deputies 
receive, and they accept and respect the services of Reserves because 
they are well-trained. 

The large and sophisticated training academy of the Sheriff's Department, 
and the training format which accommodates large numbers in a given cycle, 
permit.the delivery of organized training services to Reserve Deputies 
in a cost-effective and uniform manner. Any agency contemplating a 
reserve program of this type must ensure the delivery of a basic training 
program which meets the N.A.C. standar,ds quoted above. 

(3) Support of the Chief Administrator. The L.A. program has 
the enthusiastic endorsement and support of the Chief Administrator (the 
3heriff). This support has contributed to its acceptance by regular 
personnel and its complete integration into the Department. 

(4) Assignment and Supervision. The Reserve Program assigns 
the Reserve Deputy to the station of his choice, and allows some choice 
of tours when the monthly schedule is drafted. This practice seems 
desirable in view of the volunteer nature of the service provided, and 
probably accounts in part for the high rate of conformity to the monthly 
minimum tour requirement. 

The Reserve Deputy is usually assigned as second person in the radio 
patrol cars of the Stations, and as a matter of general deployment,policy, 
this is highly desirable. At the discretion of the Station Commander 
and the Reserve Coordinator, Reserves sometimes do take assignments in 
a patrol car without a Regular Deputy. These Reserves have been judged 
to be highly qualified on the basis of long tenure and proven performance. 
This practice, highly selective in the Los Angeles County Program, 
obviously should not be standard policy. 

Possemen and Mountain Rescue Teams on assignment are always under the 
direct supervision of a Regular Deputy. 

Any reserve program should allow some degree of choice in assignment.in 
order to maintain the motivation of the volunteers. On·the other hand, 
since reserves are part-time officers and therefore less experienced than 
sworn personnel, a program must develop a system of close supervision 
and control. On duty assignment with a regular, subordination of any 
reserve to any regular, and periodic performance appraisal are recommended. 
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(5) Use of Sp'ecialist units. 1\ unique aspect of the Los Angeles 
county Reserve Program is the formation of Specialist Units to assist 
in special deployment areas (Posse and ~1()untain Rescue) or to provide 
specializea expertise (Hedical, Photo{J,o,lphic, Administrative Companies) 
to the Department on a volunteer basis. This concept, not unique to 
the Los Angeles County program, has eXl:pllent cost-saving potential and 
can be implemented to meet special 10Cd1 needs. Just as this program 
uses the services of equestrians and mnllntaineers, other agencies might 
need to utilize the services of scuba d{vers, ski patrols, etc. Clearly 
any agency can use the donated serViC(Hl of professionals. 

(6) Legal Considerations. Lon l\ngeles County Reserves have the 
same protection from civil liability a:l Regulars while on duty: The City 
of Los Angeles recently passed an ordinilt1ce that relieves the Chief of 
Police from civil liability for the act:i.ons of reserves. Both local 
ordinance and state statute affect thin important issue and considerable 
differences exist among the states. Similarly, the statutory authority 
to establish and maintain a reserve unit as well as the limitations on 
the lav; enforcement authority of reservQS, are prescribed by state and 
local laws. 

Potential Target Communities 

Any police agency with an identified need to supplement the services of 
regular officers or meet special deploynmnt situations can establish 
a reserve unit. Agency size is not crucial as long as the agency can 
adequately train (or guarantee access to training) and supervise the 
reserves it recruits. 

The police reserve concept is inherently a flexible one. It shou~d 
address special local needs, and conform to the established police 
~ractices of respective communities. Certain program elements and 
operational components of the Los Angeles County program (e.g., 
selection and training standards, on-duty supervision, formation of 
Specialist Units) can serve as models for other agencies., 

2.3 Measurability 

Certain data on the operations of the Reserve Program have been routinely 
collected for several years, and all reports are maintained by the central 
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staff ef the Reserve Bureau. Ameng the data points retrieved, and 
updated en a menthly basis are: 

• -strength ef ferce (active persennel) in each majer 
cempenent and at each statien in the ceunty. 

• heurs· ef service delivered"by each reservist . 

G aggregate heurs ef service by each majer cempenent 
and by ~tatien fer each menth, and percentage differences 
year-te-year.. 

In short, the Los Angeles Ceunty pregram maintains adequate recerds to. 
effectively meniter the level ef service delivery frem the reserves ef 
each ef the cempenents. A menthly service repert, prepared by'Statien 
Ceerdinaters and ferwarde~ to. the Reserve Bureau, recerds the actual 
heurs ef service ef each cempenent (Uniferm Reserve, Pesse, Meuntain 
Search) and allews the Bureau to. cempare actual delivery against 
prejectiens based en numbers ef reserves available. 

Measurement ef Reserve activities is, hewever, deficient in twa respects: 

(1) The Management Services Divisien ef the Department dees 
cellect and publish a cemprehensive summary ef police activity and crime 
statistics each year, but as mentiened abeve, the data are net dis­
aggregated to. reflect either the activites or the ~ffects ef reserve 
persennel. 

(2) Current reperting practices and precedures de net premete 
any systematic perfermance appraisal ef reserve activities. Statien 
Ceerdinaters are respensible fer perfermance evaluatien ef resePles in 
their statiens, but in practice the Ceerdinater aSSl~es adequate per­
fermance if cemplaints are net ledged by the regular Deputies. Hewever, 

'no. fermal recerds describing the number and types ef citizen er depart­
mental cemplaints ledged against reserve pesennel are maintained. (\'1ere 
they available, it weuld be useful to. cempare reserve cemplaints with 
these against swerm persennel, adjusted fer heurs ef service.) 

2.4 Efficiency 

Operating Cests 

In FY 1973-74, the Sheriff's Department declared a tetal cest ef $418,186 
for eperating the Reserve Pregram. This included the budget items 

.. 

24 

, 
l 



• --
II 
II • " . ' 

• 

listed be1ow*: 

Salaries for clerical and sworn personnel 
Reserve shooting pay 
Yearly r~serve pay 
Salaries for academy personnel 
Equipment and supplies 
Uniform issuance 

TOTAL operating cost per year 

$247,914 
49,152 
1,300 

73,620 
25,000 
21,200 

$418,186. 

The major cost items are the salaries of the Reserve Bureau st~ff and 
the personnel at the training academy who are assiqned full-time to 
the reserve program. The Reserve Shooting Pay ih.m of $49,152 reflects 
payments to those Reserves who practice at the range and achieve a 
specifi~d level of proficiency above the minimum requirements. In 
addition to the $l.OO/year, these payments are the only compensation 
which reserves receive. This budget does not reflect the following 
costs that can be attributed to Reserve activities: 

~ the salaries of station Coordinators who, by project staff 
estimate, spend 75% of their time on the program. This 
cost item increases the annual'operating costs by approxi­
mately $250,704 ($20,892/Coordinator x 75% x 16 Coordinators). 

• the salaries of the instructors and certain other indirect 
costs in the use of the facility itself. The Director of 
the Academy estimates a cost of $1200 per person in the 
reserve training program. 

• costs of the Background Investigation (estimates are not 
available) • 

Adjusting the submitted budget by the salaries of Station Coordinators, 
the annual operating budget for FY 1973-74. was approximately $668,890 . 
Against these operating costs, in fiscal year 1973-74, the Reserve 
Program delivered $3,020,749 worth of service hours. Figure 6 on the 
following page displays the total hours delivered in the last two 
reporting years, a breakout of hours according to the Code A (replacing 
a Regulary Deputy) and Code C (education and administrative) categories, 
average number of personnel active in each major compOllent, and 
the average number of hours worked by each reserve Deputy. Estimates 
of cost savings are computed using a base of $6.68/hour, the salary of 
a Deputy III, Step #3 for all hours of service performed within the 
reserve program without regard to the service provided, i.e., the 

*From Exemplary Project Submission Document • 
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S.R. Uniform Dep. 

Posse 

Mountain 6 Rescue 

Total 

Percent Change 

tv 
0\ 

A 
Reserve Activities Replacing Regular 

(Hours worked) Deputies 

1973-74 1972-73 1973-74 1972-73 

347,859 327,040 195,252 173,268 

82,413 78,005 25,301 22,467 

21,936 20,792 10,487 11,071 

452,208 425,837 231,040 206,806 

+5% +1.5% -

Code "A" 

Includes regular police work, replacing 
regular sheriff's deputies. 

Example: 

1. Second-man radio 
2. Emergency rescues and searches 
'3 •. Station details 

a. Police work which would 
require sending a regular 
deputy if not replaced by 
a reserve. 

C Complement 
Education & Admin. Average Number Average Hours Worked 

Duties Reserve Deputies Per Year Per Depu~y 

1973-74 1972-73 1973-74 1972-23 , 1973-74 1972-73 

152,607 153,772 
" 

865 840 402.15 389.33 

57,112 55,538 369 3'41 223:34 '228.77 

11,449 9,721 82 81 267.5. 256.69 

221,168 219,031 1316 1262 297.65 337.43 

+1.5% +4% -1.2% 

Code ,"c" 

Includes all other activities which are of 
an informative or education nature~'devised 
to train reserves for disaster law enforcement 
work. 

Example: 

1. Classroom training 
2. pistol range attendance 
3. Field training problem 
4. Third man radio car (observer) 
5. Meetings and administrative duties. 
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services of a phy~ician in the Medical Company are computed at the same 
rate as the patrol services of ~ Uniformed Deputy Reserve. The $6.68 
rate is used because it is the median pay rate of the Regular Deputy 
Force. The'uniform valuation of $6.68/hour for all services deliver~d 
obviously does not reflect the "market" value of services provided by 
personnel of the specialists units. If these services were calculated 

_ on a fee schedule for professional services, the savings estimate would 
be substantially increased as certain specialist Reserves provide services 
not performed by or expected of Regulars. 

Although it is not possible to calculate the Department's return i~ 
precise expenditures without a basis for quality comparison' (are the 
pOlicing services of a Reserve equal in value to those of a regular 
Deputy?) on balance the Reserve Program appears to be highly cost­
efficient, offering fairly high dollar savings to the Sheriff's 
Department and the County. 

. 2.5 Accessibility 

For years the Sheriff's Department has answered inquiries and spent time 
with represen~atives of other police agencies interested in the Reserve 
Program. Staff of the Reserve Bureau and the training academy, as well 
as Regular Deputies, were very generous with their time and were candid 
in their responses to questions during the validation visit. Program 
staff are willing to arrange observation of Reserves on patrol or of 
training events for interested visitors. Project files and documents 
are available for inspection • 
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3.0 Sununary of Project strengths and Weaknesses 

Major Project Strengths 

• Reserve Deputy Training. The Training P~ogram is comprehensive 
and provides a Reserve Deputy with the necessary skills and 
kno\,lledge to perform the police function. 

5 The Specialist units. The use of professionals to provide 
the Department with technical assistance in their areas of 
expertise is an excellent \,lay to tap the resources of the 
community to improve police service. 

" 

• Reserve Deputy ~cceptance. The Reserve Deputies and the 
program seem to be accepted by the Regular Deputies. This 
acceptance can probably be attributed to the policy of 
applying the same selection requirements to Reserve and 
Regular Deputies and requiring the Reserves' to c'omplete a 
comprehensive training program. 

o Dollar Savings. The Reserve Program realizes a large savings 
to the Department and the County, by providing no-cost hours 
to replace those of regular deputies and to perform specialist 
functions that could not be assumed by regulars. 

Major Project Weaknesses 

• Reserve Deputy Performance Appraisal. There is no formal 
system of periodic performance appraisal, based on feedback 
from regular deputies. 

• Screening Procedures. These is no formal procedure for 
identifying applicant motivation during the screening process. 

e Reserve Deployment Policy. Reserves are not always under the 
direct supervision of a regular Deputy. 

• Management Information. Descrip~ive and performance data 
pertaining to Reserves cannot be disaggregated from overall 
Department statistics. 
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FORl'V~T FOR SUBI11SS I or~ OF" EXEI·jPLfl.RY PROJECT REcei'H'IElmATIONS 

1. Nl .. m: OF TilE PROGf'lM1 

Los t\IIGELES COUNTY S,lER IFF'S DC::P"\RTHEIIT 

RES£::RV£ D£PUTY S}H:rc 1 FF' PROGRAM 

" . 

2. TYPE OF PnOGR;\11 (ROR, OURGLldW PREVEtI'r ION, ETC.) 

R£,SERVE DEPUTY SHERIFF 

3. AREA OR COMMUNITY SERVED 

, . . -, ." '. ..' ' -. - ",. ,~-- '-"'''''-. 
~"''''''''''''''''''''''''''1-'''=~~''''~',,"'''''~'''l!';''''''~~I'''~~~~n:i: 

UrI I /lCORPoni\TED t,REA OF Los t\rlcELEs COUIITY I\IJD 29 COlnRAcT {: I TIES 

4. ApPR0XI~ATE popuLATion OF hREA OR CO~~UNITY SERVED 

2,000,000 

5. f\CJI-IITiISTERIIiG AGEr~CY (GIVE FlI!.L TIlLE ;1110 ADDRESS) 
.'. 

los AI1GEI.ES Coulnv SHER IFF'S DEPARTl-lI::fIT 

211 \'!E5T TF.I-IPLE S'rREET 

los ArlG EL ES, CAl.! FO~:lI:\ 90012 

6. ?nOJECT 01 FoECYOR (1'!,:iE .;i!1) PHONE IlUIH:3SFQ (,DOi.SSS ONLY 

IF DIFFEREliT FROM 5 ~aovE) 

PETER J. PITCflESS$ SIlSRIFF 

Los A:!GELf.S Cou!nv 

211 V!c.:s·r TF.nPLE. S1r.F..t:T 

Los /.r!GF.u~s; C:iUFOS::IA 90012 
{213) 97/,,-'1101 

7. Ft'liDI:~G /'(~E!~CY{S) I~f/D Cfli\fIT r:U1l6ER (t~r.EIJCV :1;.I~E f.IID 

{.O,)Rf.SS J sTf.rF COnT{\CT 1.1'0 HIOI~E (WlISER) 

j~('/T MPLICf.BLE 

u. rnOJECT DURhTION {GIVE DATE PROJECT 8EGA~ RATHER THAN 

Tllf: 0/,1A THi\T LEAl{ f'UeD HIG, IF' (,(lY, sEct,rd 

r,Ci:~TII'U0US SlfiCE 1911 

30 



• 
,. 

/­
I 

9. PROJECT OPERATI riG COSTS (Do /~OT I flCLUDE COST'~ OF FORnAL 

EVALuATION IF ONE HAS BEEN PERFORMED. SEE ITEM lO) 

FEDERAL: 

NONE 

O"Er.l~T I tlG COSTS ARE AnSOR8ED \'}I rH I N TilE DEPJI.rn;·lEllTAL 

OUDGEr • 

e.~J..Y.blJ~, : 

TOTAL! NOliE 

Or- TBE !.DOVE 'roTt,L, I flO I Ci\TE !lOi'! I,\UCH IS 

{A} SThRT-U?; O~E TIHE EXPEUOITURES: 

(a) ArlfiU!,L OPEP.JHING COSTS: *418,186 

(t'\ c.O:",?LE'iE GUDGET 6f<f.:!,i:QO\:1l f.!lOllLD ElE I NCLlIDED \;'1 TH TflE 

ATTtCHHEnTS TO THIS FO~M) 

10. EVf,LU!\TIO/1 cO':;'rs (ll:Olct,iE COS'( Of.- FoniV.L EV{\LU!\TIOtl IF 

ONE HAS SEEII r-1I.;:0c~!',ED) 

NOT M'PL I cAQu: 

11. CO!IIIHUATIO~I. Il:.s TM: "r,O.,ICCT SF..EH INSTITUTIO!~r\LlZED OR IS 
IT S'(ILL !1ECr,r,IJI:D t,s Er,r-f:I:lIll:wr',.L IN f'!ITurtE? Docs ITS 

corn I tWI\'[ 1011 I,r·!'t:/,n IIO,':OIIl\OLY (;EHTtl IN \:lTI1 LOCi,L FUI:D IIIG1 

TillS pnoc:rU,1\ Ifr\~~ CEEH III lrn:cl' SII:CE 194·1 f..rw IS COi,1'I::U{,LLY 

UFO'.TEO r.11D lIii'r;o\'£o. t.rr: U:I'I:CT TilE "RCr.f'f.t,~ 10 CO:1Tli:UE ("S 

IT IIf.s rECOIl!: {III 11i'J£(:r.M, 1'l1[!';(IOIIIIW UI':IT QF (:Oll OEPt\rrn~l!t!T. 

" 
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( ( . /nTt.CHI:FlITS PUU,SE ATTr~C!l 'filE F OlL 0\,'1 riG: Co\'~nED U~OER S~PhnATE SHEET 
:;:iTC E;-l;~\ T-:;" C HH E lIT A II 

TH I S II,Ef.lOHAi;OUI,\ SHOULD COfiTA III THE FOLLOHI/IG ELEIIEIITS: 

(1) P .. .!1iLcIJiC_T_~~IJJ1:IABX, - DR I EF ST!ll'EllEHT OF THE pr< OJEC'r r S 

COALS, OBJECTIVES i\ND HETHOD OF OPERATION. 

(2) .c,~1J.I.F-J~-,,~_[tl?j;LL~,Y£.::\.rHJ.. -- EXrUdli\T I 011 OF TilE OECI~EE TO 
\iH I Cli HlE PRO,IEcr m:~'fS E/.',C!l OF 'rflE EXEi'lPU.RY Pf;OJECT CR I 'jEi~ I A 

GOAL /,CHIEVEliEIIT, REPLlc;;aILITY, flE(;SURt,BIUTY, EFFICIEIICY t..rm 
t.CCESSIBILI'IY. CliE SPECIFIC !'iE:\SUflf-:S OF EFFECTI'iF.UESS, E.G. CRlllE 

r:!~DIJ(;'fl 011, COST S{\v1 UGS, ETC. 

(3) .o_;) .. iS:tt...'~(U_U,G_ . .r:E'}]lf,Rf_?... - II:DICATIO:i OF 'iHE :i'.)~T 
1I,:?f;!::S,51 yE r:E,;Turn::{s) OF' TilE PROJECT. 

(!:i) p::t;.:.~.~:_E.~,:f"s..\.l?;;::.;<~" 1:;JiC:':II~ OF T:lf,: !):':;C,EE C.F !,(S!,L 
.£u: ;"(;~~f., E-: .. G. (,;,I;~It':.L ... ll:'."ll(E :..II':(CI:.1..9, Cl"flj':t, C:.,::". 3 j i:";£ 

l:r:,\:S ! .,_i) I A. 

E:'\Cli F.":O\.!£'CT [.t;ll)'.D i:t.V£ l ... '..:i:J'lTr:~l \::~:T))'''~2~~.~·.·::;,T l,;r,t.;i 'It!E 

[~fPr:Cl}i1ll\-,E sr,~. f.i~D L£: ... ',!\ nt .. ::lf:.;~t'- G"'PJC~. i:L~tj"~L.~_f~lS Fi~C.:·1 
OTIIER ~~Gur.ct:s ::/,'1' [lE i,n:.C;!.D IF i\\'t,rLf,;~I,E. " 

,- l !'f hr." 'II '" 'I-'C'!' r.r .'{ (,'- -.,- r"'pr ""r fl"'I·1 I) I (.n .. : if\ :--P: ;1. J • b\,'" .f: I ."";, I~ Il~ '\ ;\ .. ~I' JI- I .. ;-~ .•• ~;~., .'., <1 - ..... :\ > \ , 

{J.t. .t.:·,:t!'.L i .. j\'j ,.+ ~ .. ~-; ~.1 .. ; l)i','l'., ,'!.O ·lH[~ :h)!·j'r (:F~t:f:T ':"' .. '/f\",I.i:l .. '{ ; .. :.f(,.,r t

': .. IF 

,\ ·~-(.~",:.:~L CV/' .. ':t'.1 11 U f:.\~; I I I l} If't:);''wi\T!~~~l=':!lJ "f':! S i t:i~ .... <T (.:~t;.II.{) /.'~~"'.O ~ L 

i .. "i'i/,CliL D. 

. ".1' 

: I,',Y : l:: :.::. II . t F. 
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- ATTACIII'.ENT A -

, . 
1. PROJECT SU":lAi\Y - COVEF:ED \'llTBll~ TilE ItHI:>TCRV f,HD t.EGAL G!~CKGROUI{D- OF 

RESERVES" 1l(,tlDOUT. 

2~ CRITEnlA ACHIEVEMENT 

A. GOi"'.L (\CHIEVEI·1E:IlT THE F'ROGP.AI\ IlI\S HELPED YHE OPER{\TIOHS OF TBE 

CRIJ.lIIIAL JUSTICE SYSTEl-I BV l'r,IVOLVlhG CITIZEIJ/PEACE OFFICERS \<JITH 

THE SYSTEM. III I S rr\OCR,~.r-l H/~S SEEII HI GKl.Y SUCCESSFUL 11110 IS OIIE 

OF rHE FII:EST pr,OGRt.llS OF TillS TYPE IN THE IlATION. 

B. REPLICABILITV - THE P~OBLEH OF '"CREASING COST OF SALARIES IS OF 

COli/.iON CO(!Cf.RII TO l,!.L POLICE fiCElfCIES. THE t,BILITV TO PL!,CE A 
lJUI'-:aER OF TRl,lf~ED POLICE PERSOllt:EL Irl.·rI~E FIELD AT liO COST TO THE 

cor.~1.Wli I TV I S tICc'~P"i/,DLE TO I,LL LEVELS OF SOC I ETV TOOI\Y. TilE SIJCCE~S 
OF THI S PROGi~",rl I S DUE TO THE HHOLEHEf.ltlED SUPPORT A:;D l,,:DERSTA!10 I HG 

OF TH I S pr,OGf\t.I-' FRO:,! SilER I FF PEYER J. r '"(C((1O:G5 TO HiE :;E\lES'f DEPUTV 

I U THE H.\O I 0 CAR. 

TH I S PROGRt\l-1 IIOULD BE /,DvhIITAGEOUS TO /,t.y Lt.ll Ef~FORC~HC:IIT t,GEtlCY 

IIlTEflC::STED I tl HI,\' IIIG TilE C 1117..Et:I1Y Br.:C(;!:E :-!O',£: II:VOLVED \1\ iHCVT 

fl,"dSI!:O TilE COST CF L;'i.\'l Ei:FORCEliElq OPr:fa';ilO!IS TO -fHE l.f<EI'\ i!.XPf.YEHS. 

A,:OiliEH ~,fn::/\ OF C0:::·:0N. cor~CErw AIm pr.ODr~8LY THE ~:OST 1'·lr'OHT!.ilT IS 
H.WII!G A ST,~I:DGV FOftCE OF TP.f .. If.!£D POLICE CFFICEf'tS {..VAILABLE TO fH::ll:FOr.C£ 

TilE f\EC.IJU\R or::/'/.rnl-;ENT Itl TillE 0F O\Sf\S'iER OR Kf~J{lR O\STURGrdlCE. 

C. 1~'::!.~U"t,r.ILITV f,::O f:rFICIt::fJCY -- COVEf(!;:D h'lTKlfl 'rHE llSi~U:CH:D S:r.~TISTICS 
O~I Rt:st:r:vE FCf;(;ES l,eT I v I T i £5 11 l!i,hDOUT. 

D. ACCf::S~;HtnLlTV·- THE Los A~~CEU:S CI.,':JiliY SHsr:IFF's DEI'E,i(Tf:Errr \·/E'LC.om.:s 
/ .. 1:'1' U,'d \.:i:For;CEfif;wr r.cE1ICV THAT I S I irrEr.E::;T~D I II A RE:3E'fWE pr,QCf:f,H 

,TO I~Cr:.l' t!ITH THE r'U';SO:U:EL 0f-· THE nE~::::!:VE For.C:ES fLli;E"~U FeR /;iiV 
P.SStS'Ci,llCE lliEY I:,',Y l:CED. IN TilE P(,~';T, U~h' Elli"Oj,Cr::::CfH j.;Gt:!ICt[S F:(C:-l 

80TH \!1'11illl (,:.0 ('U·I~·IOE Till.': UI:I'Ii:i) S-U;fl':S H,~:"'E l't:Eil :\SSIS-iI;D 6'-( TIllS 

OEPf.lnl,::·IH. 

3. CU'fSTf.,i:DII!(; 1'L'!.lur:l::' .• III !\DDITIOIl TO TIiE: r:Oi:E:l,'J':Y SI~,VI!:C;S, THIS P;;OCr.t·,I-\ 

H,\S A CUII_, I:~ /,UGlIG IIILI>710::S rf.,cl0f{ tt~ 'r1~;'1' TlIese C1Tl~Efl PE/',cE: Cj-'FICl:11S 

r:CCO:iE Df-:', I UI r.r~l't,lln I D I!nH IJ,i'J El:FO;iC£IIEilT ;: I,C." 1..[1.5 .. CD T:~',.'S I:;::t.? 
F'f:OliO'iE Lot I iI.V: 1I1:Dt(,~, It,::!}1 I!G 8cn:u~:{ THE COi-:::Uf: t 'IV :~t:!? i J:c r·OI.I CE ;iC?srCY. 

4. \1t:fJ;!!SSSC!'·~ THr:f:E 1'".1·' lll: h PN',I'j r VE COJ.:'ir:CL oveR T!lE [,CT I O~:S OF THE 
nESEhVt::S 1.'( i.Lt 'f I IlI:i ',0 i,S r:OT oro Of! i r:G 0 I scr.ED I T Ui"OH THE 01::rf,::1'I:"'I:T. 
l.s ClvrLJ,'''I'~" Tm~ 1I .... I(.liITY Or l'l1}-lR TIl".E IS i.',::.Y f"j;o:·j '!I;I.:. Dl:pr.i~-Ci:l::tiT 
".1;0 CNI!1r\~'u)'\LY Tid 'I; P['l\':.1l0R \'CIUI,D (,[I7I,[-:I,;T l'i"NI "ilt: t.:~C!:CY 1:I'ji-l \.'HOI' 

iltEY r,I~E 1I'I:!:rlt'iCfl. 

5. D;::C;;EE OF ::11, foOfiT ,. /)"" I J;,'l!: ri~r:r:£ il/.S Sl:0h'!1 T~t:.T C:(,:,:iUi:I',V Lr.;,rJ[~r(s hi GilLY 

~:t;DOI:SE 'IIIIG i'·,oCf/.'" rile I:n,'" I;(DI/'I IS f',LSO li;n:r,cs-rco IN ·flll:; (,CTII/IlICS 

OF 'mg Rr:!,,:!:V\:5, :'L.Ilt'l"r:.I.LY pr"!!TI[~G STOiXlES OF TI;E CITIZE:;jrOI.lCE OFFICI:R 

i.ct~FO,:f~ I t:(: n I'S VC'1.1':1I1 I II :;CI~\' I erG. . 
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Mii;UAL OPERAT I NG COSTS 

" E ~ F -R C, <'R I CAL ',','0 S":ORIl P£RSOIHlEL vt,L/\r.:I·S O.L "" 

RESf.KVE S:IOO'i I r~G P,w 

SALhRIES FOR AC~DEHY Pt~SOU~EL 
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49,152 

1,300 

73,620, 

25,000 

21;200 
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LOS fit!GELES CO'JftfY SHER I FF I S U[PI'!,r{ll~ErJ r 
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r.::XPU\t~AT I ON OF ATTACHED REPORT 

THE PURPOSE I fI conI' I L I fIG THE I tiFOrmA1'I ON C01ITA IIIED III ni I S REPOR1' IS 

TO GIVE A COfiPfdlATIVE /\CCOt)IIT OF THE ACTIVITIES OF iHE VARIOUS Vlll"IS 

OF THE SHERIFFTS RESCR~E FonCES. IN ADDITION, THIS REPORT REFLECTS 
TO SONE DEGREE THE DEllEFITS DERIVED BY THE SIlEr-IFF'S DEI' ... RHIErlT. 

CODE A: 

COOE C: 

THIS cr\T~GOiiY REFLEc'rs /\ !WDEi\ATE It:CI1El\~E III 001"H U!ltFO:\t-t 

RESERVt:S MID fiOUI/TED POSSE Oi"JER.\T I Oil$ \-,'H I CH \:.'.5 oFFSE'r "iO 

$0:':£ DEGr~t::E BY A St.1 GliT lH:CI<E,~GE IiI t';!)U:IT,\ I tl RESCUE 

TilE Ut:IFOr,l-! R~$EP.VE SHO\'jED f\ fllllli::\L DECf:c,',G€ \::~ILE 80TH 

'rilE rO~~CE ;";D (iOUIIT/,11l RC::;CUE SfiO\,l,:::o A CL I GilT I !/Cfc:':,'.SF.. 

THE IllcnS/,SE IS·f';,.f{"fI/\LLY DUE 'f0 Exn:,\ TI,/drHIJG TO r-ULF1LL 

iltE hi:::QU I [,Ei:E.!:TS OF 832 OF THE PC:ri:\L CODE. 

CO:;;:,u:I:e::/n CF TliE RE:jf.i:Vt.5 i.LSO GC':::E S I (!:: I;: Ie!,;. fl_ Y :':11 CH 

r:r.:r-U·:CYS TifE SL I GliT Dr.:Ci:t::f.~;F. I fl !.n:,;:.cE ::C'Ui,S !.O:.£U:D :·u~ 

Y~~R, PC~ DC~UTY. 

III /".:ilr~:~:"'·ll:;G "jl) L:'"i'[\> I..~!:..:{ ",:;;-: ·.':t.!)t~ ~':"I-· .;,:':: ~!~~.:·.~t.~/E ?: .. ,.,: '.;1 

"fO Y:n:: S!~!.:~~I;~·r~fS O\~~".!\hl:··~~J~r, IT !:~:~:!)f.D :',t": t":'~'(~D "I"!'/,; ".r:€ 

l:rJ:~!:.'ft.;,Y ~'/.I_UE PI_:,C::O (;~J r:..;~ F'::"I·~".L L.j Ft':'i,i'5 '';;:: ·f:::~C'.f~ : ~-.:, .. ~, 

' •. ';!ICH If: ·(I_"'~'J Id-_,~"Lt-f..;·IS I~. ~_'r\"\L'~~~ 'ro ·)i:.~ ('{.:',:,y ~,":.~.: .. ',," .• ; lS 
:,S FC.I_L(·~:3: 

.;. lS·/2··1'?(3 

* 19'{3'''j'/11 

(:;':'. ('J r l i: 
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Appendix B 
LOS ANGELES COUNTY SHERIFF'S DEPARTMENT 

Regular Training 
Hours 

1 
3 
2 
1 
2 
2 
2 

3 
13 

2 
? 
2 

8 
6 
6 

2 
2 

2 
2 
2 
8 
o 
2 
3 
4 
2 
2 
o 

RESERVE RECRUIT TRAINING 

Introduction to Law Enforcement Reserve Training 
Hours 

Health & Welfare 1 
Orientation: Academy Rules and Procedures 3 
Role of Police in Society 3 
Department Organization 1 
History of Law Enforcement 1 
Law Enforcement - Ethics & Professionalization 2 
P.T. Orientation 

Criminal Law 

Constitutional Law 
Criminal Law 
Disorderly Conduct and Disturbance 
Laws of Arrest 
ABC Lal-1S 

criminal Evidence 

Search and Seizure 

Total 

Total 

Collection, Identification and Preservation 
Rules of Evidence 

Administration of Justice 

Court Organization and Procedure 
Courtroom Demeanor and Testifying 

Criminal Investigation 

Theft and Receiving Stolen Property 
Auto Theft 
Interviews and Interrogation 
Narcotics and Dangerous Drugs 
Prmvler Cases 
Robbery Cases 
Injury and Death Cases 
Crime Scene Reporting 
Assault Cases 
Burglary Cases 
Fingerprints and Application 

39 

Total 

Total 

Total 

3 
10 

2· 
6 
2 

23 

4 
6 
4 

14 

2 
2 
4 

2 
2 
4 
4 
2 
2 
2 
6 
2 
2 
4 

32 
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Regular 'l'raining 
Hours 

38~ 
6 

4 . 

o 
o 
1 
4 
2 
2 

15 
1 
6 
2 
1 
7 
6 
3 
6 
8 
2 
2 
3 

2 
3 

15 

2l~ 

10 
1 
2 

2 
2 

Defensive Tactics 

Weaponless Defense 
SearChing and Handcuffing 

Police Community Relations 

Race and Ethnic Group Relations 
Human Relations 
General Public Relations 
Internal Discipline 
Domestic and Civil Disputes 
Industrial Relations 
News Media Relations 

Patrol Procedures 

Report '\vriting 
Hissing Persons 
Patrol and Observations 
Disaster Training 
Telecommunications 
Pullover and Approach 
Tactics for crime in Progress 
Mentally III Cases 
Burglary Field Problems 
Universal Field Problems 
Mob Psychology 
Crowd Control 
Officer Survival 

Juvenile Procedures 

JUvenile Gangs 
Juvenile Procedures 

First Aid 

Examinations 

Traffic Control 

Vehicle Codes 
Citations Hochanics & Psychology 
Drunk Driving and Intoxication Cases 

Traffic Accident Investigations 
1) Driver and ~vitness Report vlriting 
2) ,PhYSical Evidence 

40 

Reserve Trainin~ 
Hours 

Total 

Total 

Total 

Total 

13 
4 

17 

4 
2 
2 
2 
4 

'2 
2 

20 

18 
l. 
6 
l. 
2 
7 
2 
2 
4 
8 
2 
2 
4 

59 

2 
4 
6 

12 

16~ 

4 
2 
1 

4 
2 



Rcgulnr Training 
Hours 

1 
8 

5 

8 

8 

Traffic Control (continued) Reserve Training 
Hours 

Traffic Directing 2 
Breathanalyzer 6 

Total 21 

Firearms 

Legal & Moral Aspects of Force & Firearms 
Officer Survival (Cause and Effects) 
Revolver and Shotgun 
Range 

2 
3 
8 

16 
Tear Gas Training 8 

Total 36 

• • .' 
• .. 
• •••••••• 

j~' • 

... ' ,~. " . 

•''''.'' ,2 ,,' ''', 

•• 
• ••••••• 

, > 

.' \ 

-
'~ 
If, .-:;w 

1. a IN'mODUC'I'ION 

At the request of the National Institute, 1\bt Associates Inc. conducted a 
validation study of a second auxiliary police unit, the neighborhood 
Assistance Office (NAO) Program of the Dayton Police Department, Dayton, 
Ohio. An on-site visit was conducted on January 7 and 8, 1975, by an Abt 
Associates staff member and a consulting Police Officer, Sgt. John M<.:Laury 
of the Kansas City, Missouri Police Deparbnent. During the visit in 
Dayton formal intervie~ .... s were conducted with the following individuals ~ 
Grover W. O'Connor, Chief of the Dayton Police Department; sgt. David 
Spencer, NAO I'roject Director; John Bottorff, NAO recruitment officer; Paul 
Smith, NAO supervisor; William Posey, NAO coordinator, District Five-; Al 
Pierce, Chairman of the La", Enforcement Advisory Council, District PiVC'i 
Capt. Stewa~·t, Commander, District 'l'wo; Lt. Solomon, head of, Centrai 
Services, Dayton Police Department; Roberta Lathey, Public Information 
Officer, Dayton Police Department; and Drs. Steven Blatt and Thomas Tor­
toriello, two principals of Communications Research Associates, a local 
firm which has published an evaluation of the NAO program, and currently 
is conducting a ;follow-up study. '1'his report, which follows the same 
format as the preceeding validation, is based on a review of the project's 
documentation, analysis of available sta'tistical information I and the 
findings generated at the time of the site visit. 

1.1 Project Development 

The Neighborhood Assistance Officer Program is not a typical auxiliary law 
enforcement unit \'lhich utilizes the volunteer servic'.?s of ci·ti?ens L1 F(:r­
formance of normal police duti.es. Tile NAO program uses trained ci t:l.zen 
volunteers in strictly non-enforcement police functions, proh~bits them from 
carrying a ',,,eapon or engaging in offensive police actions 1 e. g., arrests OJ: 

investiga tions. NAOs perform their function in the neighborhood wherE: they 
live and their activities include such services as C'.ssistance in t~'affic 
situations or at accidents, responding to calls on animal bites, assistance 
to motorists who request service, barking dog caJls, building st'ctlr:i+:y 
checks, patrol and checks of parks and playgrounds . 

The NAO pr.og:r.'am began in 1970 with the graduation of five volunteers '\'11") 

were assignC!dto onE') pulice district in the> oj ty of Dayton. The pn'>qr.Jlll 
was developed to achieve tltJO broCld goals: 1l to close tlm qilf' l,ohn'c'n U)[' 
voltune of calls for pol icc! servic::e and thc> dCpill-tnv'nt pt'i::;cmnr,l <.ivai IdL J I.' 
to rcs}fond to these caJls, anel to n~li(~vc regu]nr Folic(~ offi,:,:rfi of C('rtiJ.i.n 
tyP('S of scr.vjce calls so th<lt they would 1x:, aVililab.lf..) [or T!\()l',: 3r.;:rium; 

police \vOr.ki and 2) to c.'n11anec tli0 departnl0nt I s Objl~C ti v('s of Y't!formi m; 
service delivery in the areas of neighborhood intcqri ty <lne! ci tiz0n p.:tr Li­
cipa tion in luw cn£orccnlet1 t. decision-making. 
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'rhe Dayton Police Department in the late 1960s and early 1970s, under 
the leadership of Chief Robert M. Igleburgcr, was a laboratory for 
experimentation in police methods and the role of police in the community. 
Among the innovations designed and tested during this period were team 
policing, district policing, the development of a crisis management unit 
within the department, an attempt to demilitarize the department by 
aboJ..ishing the rank system, and the NAO program. 

"Throughout this initial period, the chief became increasingly 
commi tted to the concept of neighborhood integrity, a concept 
that b(.;~ame the basis of the team policing effort.s. When a 
group of Dayton residents demanded the formation of a city­
wide police auxiliary, the chief refused; as an alternative, 
he offered to assist them in creating neighborhood-oriented 
auxiliaries. His distaste for city-wide auxiliaries was baSt~d 
on a belief that the city could ill afford to have auxiliaries, 
of necessity less well-trained than regular police officers, 
patrolling areas in which racial tension between police and 
conununi ty was a t a high level, ,and vlhich had cuI tures they did 
not understand. 

Also, the chief establiShed a policy of permitting citizens 
to ride in police cars during all tours of duty, providing the 
ci tizen rode only in the area in vlhich he lived. In this 
manner, Igleburger moved to develop a strategy of neighborhood 
integrity and a commitment tmvard citizen involvement in their 
own neighborhoods. III 

In this milieu, and under the direction of Igleburger's philosophy regarding 
the police fUnction in Dayton, the NAO program was designed to meet the 
goal of increasing the daily service capabilities of the police department 
through the involvement of citizen volunteers vlho would handle non-enforce­
ment tasks in their own neighborhoods. In a period of four years, the> NAO 
program has grown from five volunteers in one district to ninety-seven 
officers deployed in all police districts of the city. 

1 
Slwrman, Milton, Kelley, TCi:1m Policing, p.13, Police Founoation, ~lashinC]-
ton, D.C., 1973. 
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since its inception, the NAO program has been under the direct supervision 
and control of the Dayton Police Department. Concommitant \vi th the develop­
ment of the ImO Program, however, was the establishment of priority boards 
in each of the neighborhoods of the City of Dayton. The priority boards, 
an outgrowth of Model Cities activities and funding, were set up to bring 
decision making in the area of social services and community development 
closer to the people. To establish a linkage between the citizen-based 
priority boards and the newly developed NAO program, each board es~ab­
lished an advisory council to oversee the NAO program, and to provl.de the 
police department feedback from citizens on policing in the i:r ncighborhClod~l. 

1. 2 Project Organization 

The current organizational structure of the NAO program and its rE;!latioHs1ijp 
to the police department and the advisory councils is displayed on FiguYt' , 
on the following page. As can be noted of! the organizational chat:t, the 
NAO project director, a sworn officer (also referred to as the NAP :Liaiso;. 
officer) reports directly to the head vf Support Sc,'rvic(~s within Ul(.' Depa,n,­
mont. In practico, however, the head of the Operations Divisioll ov,;:rse:·, 
the NAO program and directly supervises its Project Dirn.ctor, who re:::eiv .. : 
advisory assistCll1ce from the fonr Advisory Councils attached to tho Priorlt/ 
Boards. In addition to the project Director, the NA') staff consists of an 
Assistant Liaison' Officer, who actually supervises all NAOs, and thc~;A:' 
Recrui tment Officer, who is responsible for recrui traent and cC!t:'.muni l:y atvl 
public relations. All three staff memf.Jcrs of the cE':ntral NAO uni t ~erVe fl~ 

instructors in the NAO training program. In each of the four l,olh:€: dist.~i,·t 
stations, a part-time (30 hours/Vlc:ek) civilian t,l~O coordin2ttor, '..lr.d·:,r til' 

direct superivison of the district police captain, administers t}ll:, progrF~f" 

on a day-to-day basis. The coordinator's responsibilities incl'.ldu $ched\11-
ing, preparation of service reports, liaison with the district uaptnin, 
control and maintenance of NAO equipment, and assistance to the redruitm('nt 
officer in the interviewing and screening of candidates . 

'I'he Central Dispatch unit of the police department, n0l: displayc·d on t~.~ 

organizational chart, is critical to the; organizi:ltion of the NAO prograr,1 C,;; 

the dispatcher mi:lkes the dc>cision to send either i:l n;gul<:tr polic(.' cruisr::r 
or an NAO unit to a giVL!l1 call. Whi Ie (;ont.!'i:ll t~A() ~;taff, in (.!('l(Jrdi tH),t..ir::, 
wit.h djstrict captains i:lna t.he advisory cOIl!.~ils, C'CHI p:<l'rci':;" ellUl-lol 1)'; • 

ce':'tain NAO ilctivitit's, [or ('x':Hrtl'lc" Vatr('J} of CI:rti1 ill t·a:rkr; or f'1'1~'·1nY~. 

or survt'illanc(' in an c,U:(}d of ldqh crim, , (,jllly tl1;: rli:!.'i.1L.;l;·!t·'; it,,'.'.· ~i'" 

minutr'-to-minutc informati.on np(;(>Hsary to H\ilKt:' d'.'ploym·,.·nt ;le<~i.f~i(m~: in 
rcsponflL' t·o calls for policc· ~;(:rvh:l:. 
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FIGURE 1 

ORGANIZATIONAI.. STRUCTURE 
NAO PROGRAH 
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1.3 Project Operations 

1. 3.1 Recrui t.ment, Screening and Selection 

Recruitment of candidates to the NAO program is a city-wide effort 
directed by the Recruitment Officer with assistance from the four NAO 
Coordinators, and during the last year, the services of a local .!,111hli-.: 
relations firm. '1'11e project has employed a wide range of recruitment/ 
public relations ·techniques to attract qualified volunteers. Among 
these arc: newspaper advertisements with mail-in response forms; pamphlets 
distributed through neighborhood centers and distrj ct police stations; 
random mailings; advertising posters in places of business; s1'1ce in the 
police recruiting'van; occasional radio and television coverage qf NAO 
activities; and, the direct personal contacts of police officers and NAOs 
themselves. When NAOs are on duty they carry a supply of small recruit­
ing cards \'hich they give to persons who have received their assistance . 
A discussion of the differential succ(:ss rates using the various rer:ruit­
ment techniques is discussed in Section 2.1 of this report. 

The only formal requirements for selection into the NAO program are: mi!ll~· 

mum aoge of 18, and re5id~ncy in the City of Dayton. Vo'luntecrs rt'.uut devote 
16 hours a month to NAO activities . 

An int.erested candidate fills out em application form which elicits a 
limited amount of information on the applicant's far.lily, current and former 
places of residence, health status I arru't record, education, and omploYDult. 
Applicants are required to give three personal references, and sign the 
application attesting to the truth of the information provided. 

The application is reviewed by th," );,;:,.0 Project Director I and if it reflects 
a candidate who is a "stable" member of the community and has not been 
arrested on a serious charge, it is forwarded to the NJ,O Coordinator in 
th~ district ""ilere the applicant lives. The Coordinator reviet,>!s ti18 
application, interviews the candidate in his/her home, and sends a Itlritb::n 
recommendation to the NAO Project Director. If the recom:nendation is 
positive, the appljcant is informed by letter of acceptance and :)uviscd of 
the dat(;l'i of the next training cycle. 

If the apl)lication indicates th.:lL t.he tlppli.c:unt miq:lt nnt be suitnblc or 
if this assessmL'rrt is made by th(~ ('oonli.nat,cJr bos ... d on the hom(' .intorvL:·\>I, 
NAO Cl~n tl.'a.l staff do a more extensive background cheek. In th()~:tJ CuSCS the· 
final decision on selection rests \vi th thr;! Project Director . 
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1. 3. 2 NAO rrraining Program 

All NAO candidates must attend and successfully complete the requirements 
of a 104-hour training course which is conducted weekday evenings at the 
Criminal Justice Center (the Department's training academy). NAO staff 
and regular poljce officers serve as instructors in the classroom. In 
addition to e.:lassroom instruction, all candidates are required to observe 
regular patrol activities in a police car for eight hours. Writter, 
exams are administered each week and at the end of the course. An agenda 
of the current training program appears in the Appendix of this report. 
The major components of the course are: 

• Police Function and the NAO Role 
" Urbt.m Crisis 
e Lm<1s of Search and Seizure 
o Constitution and Bill of Rights 
9 Black History 
o Appalachian History 
.. Fin;t Aid 
e Intervention Techniques 
Q NAO Procedures 
@ Radio Procedures 
o Traffic Control 
g Report Writing Procedures 
c Crime Scene Protection Procedures 
6 Observation and Surveillance Procedures 
G Hazardous Devices 

After graauo.tion from the training program the NAOs are given ID caras 
(which identify them as officials of the city, rather than the Police 
Department) and a set of uniforms with insignia ,and color pattern distinctly 
different from the insignia and color pattern of the regular police uniform. 

1.3.3 Supervision and Service Deployment 

NAOs are supervised directly by the NAO District Coordinators in matters 
of schedule and dL'ployment routes / but they do not respond Lo culls un]('sH 
di rccted by the dispatcher. The NAO District CoonUna tors ar(' und.,r tbr, 
supervision of tim District Command0rs who l1Clve thl' authority to diclatr. 
tlw ways in which the NAOs will 1JI:' uLillzud. Under any cin:um::ldlll.:"f any 
sworn officer of the police department is a' supervisor of all Nl\n. 

N7\Os are rcquirC'd to work a minimum of sixteen (16) hours each month, antI 
throe consecutive months of inaction without cause is grounds for clismins,l.l 
fro!l1i.:he program. N7\Os ace required to report for roll call d t tht:1 
bosr:i.nning of, their assignNl tour so that they are m<1arc of the crime 
problems and policing strat0.gy in effoct for, that particulnr day. The roll 
call is conQuctcd by the N7\O Coordinator, who is briefed by the 
Sergeant on-duty. 
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NAOs drive their own automobiles while on duty, and are reimbursed at the 
rate of $.12/mile. NAO insignia are attached to the doors of each car 
which is equipped vii th traffic control signs, a first aid kit, a radio 
scanner capable of monitoring the four police bands, and a hand held 
police radio which permits direct communication with central dispa"cch. 
NAOs are prohibited from carrying any weapons (firearms, night sticks, 
mace) on their person or in their cars. Two NAOs ride in each car while 
on duty. 

'rhe NAO role and the functions attached to it are clearly prescribed by 
departmental policy and the NAO Manual of Procedures. The Police Policy 
Making Bureau of the Police Department has described tho NAO role in the 
following vlay: 

"'l'he Neighborhood Assistance Officer I s speciality is social 
service to the cOminunity and not the enforcement of la~rl. 

They may, from time to time, participate in furthering 
the law enforcement mission through their powers of 
observation and accumulation of information . 

The Neighborhood Assistance Officer is NO'l' a police 
or-!:icer and has NO arrest powers. He is NEVER, under 
any circumstances, to represent himself as·such. He 
should ahlays endeavor to thoroughly explain his 
function to the citizen as well as the limitations 
imposed upon him. Any NAO found representing himself 
as a Dayton Police Officer may be subject to suspension 
or dismissal from the program." 1 

NAOs work in the district \·If.cre they live; while on regular assignment 
their duties fall into seven general categories: 

1) Patrol - observation while riding on pre-assigned routes 
with special attentIon to parks, playgrounds and schools; 

2) Inspectional - building security, vacant houses, abandoned 
vehicles, street lights out or signs damaged; 

3) Assistance to Citizens - assists to motorists, b<1rJ..::ing dog 
calls, search for missing chil dr'Jl1, nnimal bi te:s, disturbance: 
calls, etc. i 

4) Traffic Control and Accidents - l1.'i:1ffie control tlt SC011" of 
accident, accident si to clcan'-ul', (>tc.; 

"" 

lNAO Manuul of Procedures, 1.01. 
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5) Assistance to Police - surveilliance detail, recovery of stolen 
bikes or cars, report of offenses observed, prowler calls, etc.; 

6) Quasi Enforcement - issuance of curfew card to juveniles, 
warning tags for code violations or parking violations; 

7) Fixed Post: - desk duty at the police station, or fixed post 
assignment for traffic or at the scene of an accident or fire. 

NAOS are also utilized for special events (traffic control of a parade) and 
certain emergencies or disasters. At the time of the validation visit tvlenty­
four NAOs who were not on duty were called up to assist the police in a search 
for a missing child. Both central dispatch and Station Commanders maintain 
a call-up list of NAOs in the event an emergency arises where NAOs can be 
utilized to supplement the regular force. 
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2.0 Selection Criteria 

2.1 Goal Achievement 

The goals and objectives of the NAO program, articulated in various ways 
in different project docTh~ents, have been modified and refined in the 
four-year history of the program. As currently stated in a project .t:jJ.nding 
document and an evaluation of the program, the goals are process-directed 
and do not specify crime preventive or reductive rneasures or outcomes. 
This section will examine the extent to which the project h?s achie~ed its 
goals as stated in the most recent funding application. 

I. To AllmV' Citizens Increased Input to and Participation in Law 
Enforcement Decision Making 

Achievement of this objective is difficult to assess because 
of the absence of stated measures and the program's evolutibn as one means 
among many to promote citizen participation. For instance, the police de­
partment utilizes the services of a citizen Advisory Board to the Police 
Policy Making Division, but the effect of the NAO program in this structural 
change is difficult to isolate given the variety of citizen-oriented 
initiatives of the department at the time the NAO program was developed . 

The existence of the NAO program did directly stimulate the 
development of La'.', Enforcement Advisory Councils under the Priority Boards 
in each neighborhood of the city. Initially, the Advisory Councils monitored 
the program, attending to personnel and deployment policies, and exercised 
some influence over the District Commanders in the utilization of NAO per­
sonnel. According to project staff and the Chairman of the District 5 
Advisory Council, the influence and activity of the Advisory Councils has 
diminished, because of the program's increased capacity to handle its own 
problems in a manner acceptable to the community. Only one of the four 
Councils is currently active and its attendance at regular meetings has sharply 
decreased over the past year. 

The NAO program in conjunction with the Advisory l3oa:rds of th(} 
neighborhood Priority Boards did, hmvever, exb:md the accoLll1tabil i. ty ().t 

District Commanders to a neighborhood organization insofar as thc;, Gounc:;.il~ 

were able to influence neighborhood policing policy to a degree t.radi.tiondlly 
reserved, for example, for a merchants I association. specific<ll1y I the 
District Commander would have to rcspond to requests for incre.::tscd service 
in a business area because of an increase of armed robberies nnc1 to th~ 
requests of a neigl1borhood group (low income and/or minori·ty T-;-rnany casos) 
because of an increase in B&Es in their area. 
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The Chief of the Dayton Police Department stated that the parti­
cipation of citizens in police decision making as a result of the NAO program 
was limited ·to the direction of the NAO program itself.' While NAOs them­
selves probably exert minimal influence on regular officers or on departmental 
policy, the NAO program does respect the concept of neighborhood int:egri ty 
and does represent a system of community contact often absent in departments 
which deploy sworn personnel who do not understand the unique cultural/racial 
characteristics and demands of a particular neighborhood. 

II. To Provide the Opportunity for Citizens to Assume Non-enforcement 
Activities in Order That Regular Officers Can Attend to Hore 
Serious Enforcement Duties. 

During the 1960s, Dayton, like most other American cities, ex­
perienced demands for police services far beyond the capacity of its sworn 
force (426 personnel in November of 1970). The development of the NAO progrmn 
clearly was a response to a pressing need to increase the Department's 
capacity to respond to the community's demand for service. 

During the four year history of the program, statistical data 
have not been collected to conclusively demonstrate that NAO has enablEld 
sworn personnel to increase their attention to more serious criminal 
matters. Nonetheless, the NAOs do respond to a range of problems tradition­
ally handled by the police, and do represent an organized response to 
community demand. In 1974 NAOs delivered 26,006 hours of service. The 
average number of hours per month for each NAG was 22.3, which is almost 
a third higher than the minimum monthly requirement of 16. The Chief of 
the Police Department stated that NAOs were currently handling 20% of all 
service calls received during the 4:00-12:00 P.M. period. The 1974 NAO 
Service Report (Figure 2) displays the activities, services and hours 
on duty of all NAOs. 

In short, even without knowing the degree to which NAOs actually 
replace police time or the program's effect on the utilization of police 
officer time, the program has clearly resulted in increased service capacity. 
Police administrators throughout the country are constantly refining per­
sonnel practices so that %worn officers can be relieved of duties (traffic 
enforcement, technical services, etc.) for which they are overtrained and 
which detract from their primary police mission. The NAO program as a man­
power alternative does represent a model for increasing a police agency's 
capability to deliver non~enforcement services. 

III. To Provide Additiona] "Eyes and Ears" Forthc Police 

The routine patrollinq of neighborhoods by thc Nl\O tCums vlho 
have dircct. radio cont.act with the dispatcher, docs extend the observation 
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ACTIVITIES 

andoned Vehicles Reported 
nccident Site Clean-Up 
~'nimal Bites Reported 
'I;ssists to Hotorists 
itt. to Locate Suspects 
Harking Dog Calls 

i & Es Discovered 
uiJ:ding Sec:urity Reports 
itizen Assistance 
arnaged Signs Reported 
.ead and Injured Animals 
isturbance Calls 
,alse Alarms lnv. 
.• 1.C. 
ires Attended 
uvenile Contact-Curfew Cards 
emos Report.ed 
issing Persons Inv. 
eighborhood Heetings Attended 
f£enses Observed &.Reported 
ffense Reports Investigated 
fficers Assisting 
ark & Playground Checks 
rowler Calls 
dio Investigations 

emova1s (Ambulance) 
emovals by NAO 
chool Areas Patrolled 
atrol for Community Events 
treet Lights Out 
tolen Bikes Recovered 
tolen Cars Recovered 
upplementary Reports Inv. 
urveil1ances 
raffic Complaints IllV. 
acant House Checks 
arning Tags-Code Violations 
arning Tags (Parking Only) 

~IOURS 
I , 
flours F~xed Post 
I Traffic 

-II Accidents 
! Fires 
I. Desk 

! !surveillance Hours 
mIl Other Hours 

t:'rrotal Hou;rs· 

Figure 2 

1974 

NAO SERVICE REPORT 

1st Dist. -
98 
13 

1 
97 
no 

6 
1 

1573 
194 

8 
1 

60 
7 
2 

24 
3 
-
6 

14 
4 
3 

220 
376 

1 
525 

-
2 

82 
17 
49 

4 
2 
0 

24 
33 

173 
22 
45 

1389 
(105 ) 

(26 ) 
(19 ) 

(1177 ) 
45 

2476 
3910 

2nd Dist. 

50 
54 

6 
166 

51 
39 

5 
1572 

315 
39 

7 
279 

11 
23 
90 
41 
26 
14 

lOS' 
33 
10 

540 
1572 

25 
1852 

20 
21 

2243 
99 
15 
16 
10 

5 
166 

80 
163 

41 
246 

2265 
(392 ) 

(49 ) 
(123 ) 
(9G9 ) 
355 

6185 
8805 

3rd Dist. 

275 
19 

8 
48 
27 

4 
4 

317 
109 

14 
3 

32 
25 

1 
53 

6 
23 
10 
45 
10 

5 
274 
391 

17 
864 

7 
61 

831 
36 
60 

9 
13 

2 
37 
72 

728 
8 
4 

583 
(121 ) 

(31 ) 
(40 ) 
(86 ) 

127 
2769 
3479 

I 

5 Dist. 

JA8 
48 
12 

253 
154 

77 
16 

1166 
453 

61 
'9 

681 
76 

7 
117 

34 
82 
56 
86 
55 
13 

622 
2982 
102 

2652 
12 
36 

3402 
40 
14 
34 
18 

1 
74 

357 
541 

2 
269 

535 
(137 ) 
(156 ) 
(165 ) 
(142 ) 
184 

9093 
9812 

TOTAL 

571 
134 

27 
564 
31.2 
126 

26 
4628 
1071 

, 122 
20 . 

1053 
119 

33 
284 

84 
140 

86 
, 249 

102 
31 

1656 
5321 

145 
5993 

48 
120 

6558 
192 
148 

63 
43 

8 
301 
542 

1605 
73 

564 
I I 



capacity of the police. As Figure 2 indicates, in 1974 NAOs observed and 
reported the follm'1ing activities which re3ulted in police action: 

6 B&Es discovered--26 

o Offenses observed--102 

~ Stolen bikes recovered--63 

o Stolen cars recovered--43 

Operational Effectiveness 

The remaining discussion of goal achievement focuses on the NAG program's 
effectiveness in recruiting, selecting and training its citizen volunteers. 
Unlike the report on the Los Angeles Reserve Deputy Program, this discussion 
does not reference any standards of the National Advisory Commission on 
Criminal Justice Standards and Goals. NAC Standards relate only to auxi­
liary units whose members perform the law enforcement functions of regular 
police personnel. Since Dayton's NAOs perform non-enforcement anxiliary 
functions, measurement against NAC standards is not appropriate. 

Recruitment 

In 1972 the program established a goal of increasing the size of the volun­
teer group to two hundred (200), but according to the 1972 NAO Service 
Report the program currently lists ninety-seven (97) NAOs. Given the 
minimal admission requirements ,md the four year history of the program it 
appears that the program has encountered difficulty in recruiting citizens. 
Several factors may contribute to this difficulty: 

e Low visibility in the community and/or ineffective or inadequate 
recruitment methods. Recognizing the inadequacy of earlier 
recruitmenb methods, project staff, with the assistance of a 
public relations firm, have developed a public relations 
recruitment program. A recent survey by the NAO Recruitment 
Officer indicates that advertisements with mail-in forms in 
local newspapers (51%), direct distribution of recruitment 
literature by staff of a neighborhood center (15%), and 
personal contacts by NAOs themselves (10%) account for three­
fourths of the total requests for applications. Other methods 
including random mailings, advertising posters, use of police 
recruiting van, direct contacts by police officers, television 
and radio spots, and newspaper stories are app~rently much 
less effective. 
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<l> Lack of interest among citizens in a non-enforcement police 
role which might be perceived as paraprofession~l, not 
challenCjing or exciting. If this perception prevails then 
the NAO volunteer role would not have broad-based appeal, 
Or, it could be a lack of . sufficient interest in any type 
of volunteer service. with the police department. 

Since the L.A. program described earlier has had no noticeable recruitment 
problems, one suspects that lack of interest in police affiliated services 
is of lesser impact to Dayton's recruitment difficulties than lack of 
interest in a non-enforcement police role. 

Screening and Selection 

'rhe NAO screening and selection process is rooted in the judgment and good 
sense of the project staff. The decision to do a thorough background check 
in addition to the standards records check is based on the assessment of the 
interviewer(s). While there is no evidence to suggest that this procedure 
has not been adequate, a more formal and standardized process would probably 
reduce the risk of accepting undesirable candidates, particularly it the 
program begins to handle an increased number of applications . 

Training 

The skills, knowledge and information requisite to performance of the NAO 
function are limited in comparison to the police fUnction. vathin this per­
spective, the training requirements (l04hours of classroom instruction pIllS 
8 hours of patrol observation) seem to be sufficient. The maximum class 
size of 25 recommends itself to -che curriculum objectives as does the mix 
of topical areas. 

According to project staff, with the exception of dismissal for 
inaction, on]y two NAOs have been dismissed for cause in the four year 
hi story of the program. 110reover ( there have benn no citizen or SVlorn 
officer complaints against NAOs, nor have any NAOs been injured in thE line 
of duty. 'l'his record, however, probably reflects the' ftlirly limited ro] (. 
of the NAO as much as the adequacy of the program's training effort. 
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2.2 Replicability 

The NAO program addresses two problems of pressing concern in law enforce­
ment agencies. First, hO~l to increase an agency I s capacity to respond to 
calls and deliver service without increasing personnel levels or costs; 
second, how to effectively involve citizens in law enforcement so that 
police ,goals and methods are better understood and more ~lidely accepted by 
the citizens of a communtiy. The NAO program concept 'addresses both of 
these problems with a straighb~orward volunteer service unit \1hich handles 
service calls and inspcctional patrol duties, and offers an important 
linkage (particularly when the advisory board system is viable) with the 
neigliliorhoods of the city. 

Documentation available on the NAO program is more than adequate to allovl 
replication by other police agencies. The NAO Hanual of Procedures contains 
a very detailed set of procedures for each type of s~vice or call routinely 
handled by an NAO. The program design is described in a published eval­
uation; various grant documents contain statistics on services and cost 
breakouts. In addition, the program is the subject of a chapter in a book 
~o be published la'ter in the year: v1alker and Nardini, Paraprofessionals 
lon Lml Enforcement, Thomas Publishing Company. 

'!'hrCEl features relevant to any replication of the NAO design are discussed 
belo\-;r: 

~ The need for an organiZed recruitment effort. The restrictive­
ness of the NAO rol;-must be examined against the volunteer's 
motivation to serve the community and the incentives which 
generally characterize a volunteer. It seems reasonable to 
postulate that people do volunteer service because they perceive 
it as a vehicle for growth or learning, an opportun{ty for new 
or different kinds of experiences, or as a challenge to their 
abilities. If these incentives are in fact primary then the NAO 
role may have limited attraction for large segments of the popu­
lation. 

" sUPP9rt of the Chief Admi.nistrator. Effective utilization of 
NAO-type volunteers, and the assignment of meaningful work to 
them is dcpend0nt upon the support of the chief administrator 
of an agency and the acceptancE! of line staff (District Captains 
and dispatchers) who exercisE' control OVE'r the assignment of work. 
RC'gulnr officers Boem to accept NAOs when they see thorn perform 
assiqncd t.asks in 0 competent fashion. 

~~-ElJfon.:emE~nt r'unctions. As a law enforcement roJ e the N7\O func­
tion is p&ra-professional both because of training received 
and duties ussiglled (but not necessarily because of the personal 

55 

• • 
.~ 

--• .' 
l1li 

• • .. 
• .. "''''', 

.' .-~ • '.,-

· '-i -v '" 

01_ 
. .-. .. 
~cl~ .. 

-.-'" 'ff~ 1-= 
JIll 

] 

qualifications of the volunteers themselves). As such, the NAO program 
does not demand the typt:: of training or supervision/control required in re­
serve programs tha t use volunteers to perform enforcement tasks. 

Target Communities 

The NAO program recommends itself to any police agency which needs to 
increase its overall service capacity and has the resour.ces to recrui'!:, 
train and supervise a volunteer unit. NAO-type volunteers can be used 
to supplement the efforts of regulars on a day-to-day basis, or to pro­
vide assistance in special circuJOstances, or a combination of both. 
Apart from its service functions, the NAO program, and in pa:rticulur 
the Advisory Board structure, may be a useful instru-rnent for initiating 
citizen involvement and concern for the poliGe function. 

The N.AO program concept is highly adapatable to different organiza­
tional settings, and easily modifiable to local service needs. In 
terms of jurisdiction, a program like this, even with its limited enforce­
ment role, should in all circumstances be under the direct control of a 
police agency and its supervisor should be a sworn officer. 

2.3 Heasurability 

The NAO program routinely collects the following informati()n on a 
monthly basis: 

o hours of service by each NAO 
~ miles driven by each NAO 
o activities performed (45 categories) by district 
o number of hours in fixed post and surveillance 

categories. 

These data permit project staff to closely monitor both participation 
rates of NAOs, and, to a certain degree, their level of utilization 
by the dispatcher (activities generated by rGsponse to calls) and the 
assignment puttern in the distrjct (by comparing, for eXdmple, sur­
veillance hours against inspectionnl duties) . 

A Personnel Participation II~vent(lry is updated monthly so that inactiw' 
volunteers can be idqntificd and r0minc.1ed of tl1f' monthly ,minimum rt;,­

quiremC'nt. 'l'he Invcnto-ry also permits ,J comp<')riHnn of lr>vel of sr.·rvic;(· 
by district: an~ can he used as an indicator of the effectivCln~ss of the 
NAO District Coordinator. 
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The records mailltained by NAO project staff are adequate to monitor 
both the individual and district level of service, and the types 
of services and calls hand',ed by NAOs in the districts. 

Information sources, however, are somewhat deficient in three 
respects. 

1. with the exception of fixed post and surveillance assign­
ments, the project does not record the amount of time spent on other 
activities (calls or services). If this data \'lere available the 
project could more carefully monitor the activities of individual 
NAOs and more importantly, could project personnel requirements for 
a given district. In addition, exact information on time and acti­
vities would provide a behavioral ba~e for setting training objec­
tives. 

2. No attempt has been made to determine the project's impact 
on the assignment patterns of sworn personnel, or the Department's 
overall service capacity. 

3. The project does not have a formal performance appraisal 
system of NAOs, and does not maintain personnel records with per­
formance information. 

In order to update its effectiveness the project has conducted two 
surveys, one of the efficacy of different recruitment methods and 
another on the socia-economic characteristics of NAO personnel. In­
formation from the latter study indicates that the demography of 
the NAO personnel is representative of the neighborhoods in which 
they work. 

In 1973, Communication Research Associates r an outside contractor, 
conducted an evaluation of the NAO program, and published a set of 
findings and a series of reccnnmendations for program development. 
The basic component of the re~E'!arch design ~"as a set of surv','Ys to 
aSSl'SS attitudes toward the progrmn hy populations affeci:oo by it, 
i. e., the general public, Dayton po] j Cf;' office.t:'s, and selectt!d <"";("110-

muni ty l0adcrs includinq Prcsidl~n ts of th(,"l Prior.i ty Boards. Certain 
of the findinqs may not bc-' applicable for current asscssmr;nt because 
of a variety of organizational and program changes introducl~ since 
the time of the study. 'rhc views of police offi.c(~rs, howe'ver, are 
i 11dica tivo of NAO acceptanc(1 .:It that time. Among offjccrB surveyed, 
a majority felt that the Department did not ascrlu1:1toly uti] ize 
NAO's, that NAOs were not co-workers, and they should not be assigned 
to undercover work, surveillance duty, or crowd control where there 
is potential for disturbance. 
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2.4 Efficiency 

In calandar year 1974 the NAO project reported a total expenditure 
of $95,654. The annual budget includes: 

Staff salaries and fri;,lge benefits 
Equipment and Supplies 
NAO mileage reimbursement 
Recruit training (five classes) 
Public Relations and Advertising 
Rent (central office) 

$53,934 
16,475 
10,165 

6,120 
3,200 
5,760 

!;>95,654 

Staff salaries inclu.ded the NAO Supervisor, the Recruitment 
Officer, a Secretary, and the four District Coordinators who \'lork 
30 hours/vleek. But, does not reflect the salary of the sworn officer 
who is Project Director. His salary is $15,600 per year. 

Recruit Training incluc1es the salaries of instructors (over­
time pay to sworn officers who teach), the salaries of regular 
officers ",ith whom NAO recruits ride during patrol observations, 
books and supplies. Each recruit class of 25 costs approximately 
$1200. By adjusting the budget to reflect the Project Director's 
salary (\'lhich is absorbed in the Police Department I s budget) the 
operating costs of the project in 1974 total $111,254. 

Against these expenditures NAOs delivered a total of 26,006 hours of 
service during the year. To compute a savings estimate the servi.ce 
hours can be valued against the cost of a sworn officer. The median 
salary of a patrolman in Dayton is $15,600 per year, and a year con­
sists of 2,080 person hours. In 1974 NAOs delivered 12.5 patrolperson 
years of service for a dollar value of $195,000. In addition, since 
NAOs drive their own automobiles, the program delivered the equivalent 
of three police cruisers in service 24 hourS/day for 365 days. Based 
on department expenditures for purchase and maintenance of cruisers, 
and adjusted for mileage reimbursement, this amounts to a savings of 
$18,460. The total amount of .services provided by the NAO project 
in 1974 \"as $213,460. Since it is not clear that NAOs nlvlnys 
replace sworn officers or that their perfol'mnnce is comparable, 
it is difficult to interpret t11is savings figure, 'rhc current 
paid stnff could, hOlvevel,', probably support twice tho current s t;rGngth 
of NAOs. Needless to say, this would greatly enhance the effi.cicl1GY 
of th(' program. 
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2.5 Accessjbility 

Officials of the Dayton Police Department, including the Chief, 
and NAO project staff members were very generous with their time 
and very open in their discussions about the project during the 
validation visit. The project's files, statistics, and documents are 
available for inspection. NAO project staff are particularly willing 
to discuss the project with interested representatives of other 
agencies. 
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3.0 Stunmary of project strengths and \veaknesses 

Hajor Project strengths' 

G Goal of .Citizen Involvement. The goal of involving citizens 
in the law enforcement decision making process, and the 
establishment of structural units (the Advisory Committees) 

. to provide input to policing decisions at the neighborhood 
level. 

o Neighborhood-based Service. The use of volunteers in the 
neighborhoods where they live builds on a healthy motiv~­
tion to contribute to the community, andpromotesa policing 
practice that respects neighborhood integrity. 

G Volunteers in Non-Enforcement Role. The NAO role repre­
sents a li.nk between community and police service and for­
malizes citizen responsibility in law enforcement. In 
addition, the services performed by NAOs are needed and 
valuable. 

Major Project t;<leaknesses 

c Recruitment. The program has not been able to attract a 
sufficient nu,nber of applicants to reach its stated recr'..lit­
ment goal. 

G Admission Requirements and Selection Procedures. Lack of 
minimum qualifications in education and physical health for 
admission to the programl and the absence of a fOL~al 
selection process with stated criteria for acceptance or 
rejection . 
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APPENDICES 

A. EXElvlPI.ARY PROJECTS APPLICATION 

B. NEIGHBORHOOD ASSISTANCE OFFICERS 
TRAINING SCHOOL 
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AI'PlmDIX A 

FORl'1AT FOR SUI3MISS~ON OF EXEMPLARY PROJECT RECOifuYjENDATIONS 

1. Name of the Program 
_. Neighborhood Assistance Officer Program 

" 
". 

j 2 •. Type of Program (ROR, bur'glary prevention, et~.) 
Volunteer citizen police aides; 

. 3. Area 0,." commL;nity served 
The City of Dayton, Ohio • 

4. .Approximate population of area or cOffiounity served 
249,000 . 

5. Administering Agency (give fu11 tit1e anq address) 
Dayton Police Department 
335 Hest Third St. 
Dayton. Ohio 45402 

61'" .Project Director (name and phone number; address only 
if different from 5 above) 
Sgt. D.L. Spencer 
24 ON THE ~iALL 

~,DAYTON, OHIO 45402 
Phone~ ~25-5291 or 222-9511 Extention 295 

7. Funding agency(s) and grant number (agency nam~ and 
. address, staff contact and phone number) 

S. C. C. D.' . , ' ' Model Citi es 
Oayco Bldg. 824 E. fifth St. 
Suite 502 Dayton, Ohio 45402 

r'-, 
\ 

FUND NUMBERS 

S.C.C.D.- ~·'.,73698 

333 W. First St. Mr. Joe Koswic 
Dayton~ Ohio' 45402 513-225-5542 Model Cities '- 73584 

Ms. Judy Hawkins 513-223-6454 
8. , Project Duration (give date project began rather than 

the data that LEAA fu~din~, if any, began) , 

t 
• I 

J 97.0 ,. 

" 

. : 

" 

',1 , 

. : 

• ! , 
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9. Project Operating Costs (Do not include costs of formal 
evaluation if one has been performed. See Item 10) 

10. 

11. 

Breakdo\'m of Total Operating Costs _. speci:ty ~5me peri ad: 

July 1, 1974, June 30, '1975 

Federal: $' 50,000.00 

State: :$~12,778.00 

.. 
. Local: $ I 2.778 .. '00" 

" . 

I : 

" . 

. , 
Private:- $ 54,000.00 Model Cities 

Total: ,; I, I,' 

,,,' . 

Of the above total, indicate how much is 
'.' :.: 

, (a:)' Startooup; one time expenditures: None' ': 

.. 
(b) Annual operating costs: ,$109,556.00, ' .. 

'" .. ' 
" , 

(A complete budget breakdown shou1d be included with'the 
attachments. to this form). ,,' , 

Evaluation costs (Indicate cost of 'formal evaluation"if', 
one has been performed) 

. . 
. $''',600'. no (S'ta rted . as . of' October ~ :1974)' , 

Continuation. Has the project beerr institutionalized or is 
it still regarded as experilllental in nature? 00 os its 
continuation appear reasonably certain with local funding? 

. . 
. The Program has been institutionalized and a'five.year 

bud,get prOjection has been requested..' . . '. ' 

I :l 

" 

"", -, t', 
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Project Summary 

The N.A.O. Program is unique. Its not a typical police auxiliary that 

is only called into action during emergencies. It is a day to day, citizen 

administered organization founded on the fierce pride these people still 

have in their own neighborhoods. 

This organization Was conceived from several premises: 1) that no police 

program can be successful without acknowledging the right of people affect­

ed by public programs to have access to and influence on the processes by 

which decisions about their lives are made; 2j that citizen participation 

in the law enforcement process by II neighbm-hood police" can relieve regular 

officers for more urgent duties by assuming non-enforcement service and 

support tasks; 3) that this partnership represents an acceptability and 

accountabllity to their fellow citizens. 

The average urban dweller is dissatisfied with what he believes to be an . 
unresponsive, unwei1dy~ city government. He does not understand the cut-

backs in service. Consequently, when he calls for one of the basic services, 

the police, and does not get an immediate response, this reinforces his 

frustration. Fear of crime creeps in and his faith in the city's ability to 

render fundamental protection is further eroded. 

The Director of Police has been unique among modern police administrators, 

for he has been the lone voice in police management to activ~ly encourage 

and support" citizen participation in the law enforcement process. In his 

desire to continue an acceptable l~vel of service to the citizens of his 

~omillunity, the Director sought to organize the most important resource of 

all--the citizens themselves. 
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One method many police agencies have traClit i Olwl1y utilized to complement 

their personnel strength during times of need has been through the formation 

of police aux'inary units. Such or'gan'izations are made up of residents of 

the city \'/ho, often armed, assist police officers in their duties. 

It ; s true that such programs offer an important; nput of commun'j ty i nvo 1 ve­

ment in the law enforcement function. Nevertheless, in our time of incre~scd 

recognition of cultural differences throughout the community, a city\·lide 

police auxiliary often tends to intensify police-citizen hostilities, especially 

since the auxiliary members, being less trained than regular policemen, have 

a tendency to apply an alien moral base for police action to areas cultu(&ily 

different fl'om their mm. Rathe~' than helping to furtilm' pol~ce.-comliilini-::y 

relationships, the auxiliaries have often aggrevated relationships that bre 

already suffering. 

The Department was not interested in creating a traditional police auxil~ary 

as it existed inreany places across the country. OUl' N.A.O.'s are neither 

armed nor permitted to engage in offensive police activities such as making 

arrests or conducting searches. Their purpose for being is to serve as eyes 

and ears in the community, to serve as support to the police by assuliling nOn­

enforcement service calls (80% of the calls to oU!' police depa)'tment al~8 non­

criminal requests for service), thus freeing professionally traine~ pol~ca 

officers for more urgent crime suppression and investigation. 

The Dayton Police Department recognized the need for citizen 'involveliJQiit uS 

\'lell as the need to replace the. traditional concept of the poiice auxilitli'Y 

with a neighborhood-oriented organization, a structure needed iI, Dayton if 

increased sensitivity to community des;res~ the development of a sense of 

flei ghbm~hood pri de and confi dence, und the ma i ntenance of order were to occur. 
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To res.pond to the people's demand for community control, sOllie public 

administration is being decentralized to the neighborhoods in order that 

local control of s6rvices, participation in conmlunity planning, performing 

the services by the neighborhood's choice of priorities, ombudsmen, and 

sub-professionals are all various methods being used to involve the community 

in the decisions of municipal administration. 

To this end, our municipal officals remanded $200,000.00 (based on a per 

capita of population basis) in 1970 to the five natural areas comprising the 

incorpoNted city. This was the pioneer uNei ghborhood Grant Program". 

Elections and 'in sOllre cases appointments of active community citizens were 

made in each area to serve on IlPriority Boards (thei)~ function \'Ias to fund 

selected neighborhood projects set up to remedy the areas most pressing 

needs). 

It is significant for the police that two Priority BOai"ds rated community 

security as their top priority. The Department's innovativeness \'las again 

demonstrated when it proposed that policemen alone Were not likely to resolve 

the socio-economic issues. Also the Department was very much aware of its 

responsibility to se\~ve the needs of the total Dayton Community by assliiiling 

a role that requires that we listen to, and communicate with, all of the 

different segments of nur populace. 

Recognizing the need for the community itself to assume some di'('eci: responsi­

bility in the effort to maintain community security) the Depal~trnent creat8d 

a volunteer group to assist our policemen in defensive policing. They ate 

called UNeighborhood Assistance Officers". This plan was accepted and funded 
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by the Omnibus Crime Control and Safe Stree~ts I\ct of 19G8 to pi~ovide for oniy 

a one-year experiment. Those funds were designed to train, uniform and eq~ip 

the volunteers. The Pl~iodty Boards were expected to assume financial responsi·· 

bility beyond the initial experimenta'l stage. 

I\n Advisory Council Was established in each Pl';ority Board area. The COllndl 

attracted members from each social action assoc"intion within that aren. TvJO 

primary respons i bi 1 i ti es y.'ere associ a ted wi th the Co!mci 1. The fi rsi: provi duel 

a means for ascertaining and formulating comillunity attitudes t'elative to policing 

in their distr·ict. The second responsibility of the Council is toover"see the 

Neighborhood Assistance Officers \I/ho constitute the Council1 s "Action I~tlnll. The 

Council meets monthly as a forum to identify police problems and to assist the 

Department to relate to the needs of the neighborhood. 

The citizen N.A,O. Advisory Council is responsible for sclieduling and contto~,in9 

the N.A.O.'s throuqh the elected N.A.O. named u,s Coordinator fo)' that dist:"~ct. 

The Cootdinatm" is paid on a pa\~t-ti.me basis from the Neigi,borhood G!'an-c :'~Liil·:clS. 

The program became operational in July, 1970, when the first five candidates 

graduated from N.A.O. school. Since that small beginning, the progrili'l has been 

authorized a tota'! strength of 200 N.A.O.'s citY-l'/ide (current strcngUI ~?O). 

Each N.A.O. is required to serve 16 hOllfS per month. In 1971, (theit 111"st fun 

year of operation), their work record ViaS impress'ive and the dollars selVed ;)t0V0(; 

to be most significant. This progl~a!11 is unique in thtJt s'jn:::e 1970 ~t he,S ut.~(i'.I·'~y 

delivered over $700,000.00 worth of public services when thB police manpower was 

not available, 

Typical N.A.O. activity involves sllch things ciS directing traffic at accidents, 

fires, checking vacant houses, patrolling parks~ and preventive patrol. By 
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performing some 45 diffetent service and support tasks, the N.A.O. Program 

significantly lightens our total workload. 

The N.A.O.'s ate men and \'Iomen at least 18 yeal~s of age 1'1110 reside within the 

Priority Board area they serve. Their background is checked, and they al~e 

recruited by the Council and the Department. Those eligible begin a specially 

designed N.A.O. training ~ourse at the Police Academy \'ihere they are trained by 

police instructors. Great emphasis is placed on intervention techniques, verbal 

skills, and necessary discretion to foster voluntar'y citizen cooperation and 

compliance. 

Each N.A.O. receives 200 hours of training; 120 classroom hours are spent on 

such subjects as first aid, patrol, report ~witing and traffic co~trol. They 

are then assigned to a regular police creW for 80 hours to be given field 

instruction by professional police officers. Upon successful cOinpletion of 

training, the N.A.O. is uniformed in blazer and slacks and is equipped with a 

hand communicator. 

Each N.A.O. drives his own car that is insured by the city. He is compensated 

at 13.5¢ per mile. Further protection is granted in the form of special Workmen's 

Compensation coverage. All expense is borne by the Priority Board the N.A.O. 

serves. 

The experimental phase prov; ded proof that a coot'di na ted jHrtnetshi p bet\1een 

police and neighborhood residents reduces costs while providing a structure for 

more fru'itful citizen-police seclIrity programs. 

After LEAA Saf(~, Stl-eets funds (which originally supported the N.A.O. Pl'ogral1i) 

were exhausted~ the city and Priority Boards were refunded by the Model Cities 
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Planned Variations Grants. The $90,000.00 awarded to the N.A.O. Program VJas 

used not only to continue the program but also to expand it cityv/ide. 

~Je began with a set of uncertain innovations to revitalize the quality of 

life in this American cHy, the success of which improved the utility of police 

services ;-n the face of an increasingly complicated urbafJized society severely 

afflicted byausteri.ty. It was the response of creative public admin'istrators 

to deserving and faithful constituents. 

Criteria Achievement 

Conscientious, concerned citizens, in the N.A.O. role, are actively combating 

and reversing the blighting trends of urban society. It is un exal.)jJie of t;,e 

so called cornman man, involving himself by seeking solutions to co;r,munity 

problems. Upon this kind of citizen involvement may very It:ell depend j:iJe u1l.l­

mate survival of the American city. 

Those who involved themselves now recognize that the proce~s of participation 

makes it possible for some citizens, formerly outside the system to learn how 

it functions and how to make it function in their interests. 

t t1e N.A.O.'s has r~sulted in mHil":i"OUS The teamwork bettlleen our dispatchers and I -

felony arrests when street ctimes were observed by the voll)nteers, a S vie 11 oS 

an increased ability to handle service calls, all of which allows the POliC~!j,l::il 

more time foy' setious crime investigation. 

The program's dependency upon a close working relationship between the police 

officefs and the N.A.O.'s has developed because of the spirit of mutual respect 

on the part of policemen and their citizen counterparts . 
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We developed substantial citizen participbtion in the affairs of the 

Department so that a greater understanding evolved about ,the uses and 

limitations of police activity. Never before in this city (or any othel") 

has any effort been made to develop a means for soliciting neighborhood 

advice and participation in the police decision-making process. Therefore, 

it is impossible to compare the success of the NAO Program with any other 

program. 

The NAO Program has six components in it1s evaluation unit. Monthly reports 

are made to the Police Department and the Advisory Councils. Also repotts 

must be filed with the two (2) funding agencies, S.C.C.O. and Model Cities. 

Provisions are made for periodic cost effectiveness studies. Finally 

Doctors Stephen J. Blatt and Thomas R. Tortoriello evaluated the program 1n 

June, 1973. These 5ix (6) components provide adequate evaluation. 

In addition the program keeps accurate records of day to day activities and 

compiles them on a monthly basis, allowing for more than adequate medium for 

evaluating the program. 

Efficiency 

The NAO Program has been in operation since 1970 and in the four years that 

it has served the Dayton al~ea, an est"imated one million dollars in services 

have been delivered. There are 45 service activities of which 28 are Gua~ti-

fiable enough to be given a dollar value. A cost effectiveness study from 

September, 1972 to December, 1973 sho\,/ed that tile NAO Program saved the city 

the cost of twelve (12) patrolmen Ol~ $24·3,2%.40 .. Additionally based on the 

28 cate~lories 28,356 service calls were answeted, rendering $87,852.00 worth 

. 1 
of savlngs. 
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Next evaluation of the total number of NAO"s availab1e &nd tile nUliibQl' acLually 

working is in order. In the year 1973 an average total of 77.5 people were 

1 i steel on the programs I"Osters. 2 (Thi s ranged from the January 101'{ of 68 to 

the August high of 85).2 An average of 70% of the NAO's were active in the 

year 1973. 2 This figure is for all four (4) police districts (Attached is a 

copy of the 1973 NAO Personnel Participation Reconl). 

Since the initial start-u~ monies have long since been expended, only ~ontinual 
, 

operating expenses are necessary. The budget requested for fiscal yeat 1971-1975 

was $94,949.00. 3 This is the amount necessary for the program to be self 

sufficient without an encl'oachment on other city Pi"og)~ams. 

Perhaps the best way to sUlrunarize the NAO Program's effectiveness is a G~ote 

from the enclosed evaluation, 

Not only is the savings of importance in these times, but it 

is a demonstration of the Pol ice DepartIiients ' I-lin ~ngness to 

experiment with alternative ways to reduce costs, improve 

service, and reflects our confidence of citizen participation 

in the law enfotcement process. 4 

The staff of the NAO Program as well as the pol ice depai"tmfmt I-rill opcn~y coo,Je'tute • 

in any mannet possible) with any agent or request for inronnutio(, resu1ting -;-"(0;;1 

an Exemplary Projects Nomination. 

It is Significant to the ptogram's current visibility tilqt several Ort-Sit0 vis"i(:(Jf's 

are entel'tained each month in addition to requests t'eceivecl by omil f)'om a Vllfiety 

of sources that rangQ from academic institut.ions to mayors of other cities. 
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Outstanding Features 

Among the, numerous impressive features of the NAO Program, two (2) merit further 

exemplification. 

The immeasurable dedication of the NAO's to serve their community at the expense 

of their 01,/11 time and money. NAO's in time of grave crisis give unceasingly of 

their effort. In Apl~il, 1974 a tornado hit Xenia, Ohio, a community several 

miles from Dayton with devastating and fatal effects. Within the hour more than 

60 NAO's had responded assisting Xenia authorities as well as maintaining a 

skeleton preventive patrol for Dayton, so that s\'/Orn officers could be released 

for emergency service in Xenia. 

Last and most important is the effect the NAG Program has on the citizens of 

Dayton. NAG's provide services as representatives of city government \"hen no 

other agents could answer due to austere circumstances. People call the police 

\'then they need help and no matter hol'l trivial their problem might seem to an 

observer it is very important to them. They expect help and NAO's can and wi11 

respond to offer aid. People \'tho know that their needs are being met feel 

confidence in their elected officials and their government. 

It has been customary to think and talk of our cities as being in a state o~= 

decline - a state of general deterioration. Those ~.Ymptoms most alluded to 

are crime in the streets, pl~operty neglect, the-displacement of neighborhood 

populations by both free\'/ays and urban renewal and social polarization and 

pollution. 

In the late 1960's, Dayton, like all other mettopolitan police departments, \Vas 

suffering a di sparity bet\veen the numbers of uniform personnel ava i1 abl e and 
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the number of ca 11 $ requesti ng po 1"i ce service. Despite'j ncn:!flsed pol ice 

efficiency and technology, the demands for police service escalated each year 

far in excess of the increases in manpower'. As the U1~ban c)~ises deepened and 

dissatisfaction with city government incl'eased, the exodus to the suburbs 

accelerated. The NAG Program is attempt'ing to allow for increased police 

response to crime suppression and investigation, by assuming responsibility 

for 45 support functions. 

Enclosed with this report is a NM t1anua1 of Procedure, \'ihich all Nf\G1s receive. 

This manual is the guide for the NAG's when on the street. It is a comprehen­

sive guide to rules of conduct, duties, commitments and responsibilities . 

Another set of documents deal ing vilth r\AO operations are the tJeriodical ;ssu'tuI,ce 

of revised and ne\'I operating procedure. In addition there is inc1uded \'lith this 

report an NAO organizJtional chart. 

These authors contend that prima)~'ily two factors conb'ibu te to the overal1 sut:C(;SS 

of the NAO Program. First the over'({helming des.ire and commitment of the citizens 

of Dayton to become involved \'/ith aiding their city. Perhaps this is the most 

important factor. NAO's unselfishly give of their time and money to free sworn 

officers from non-enforcement functions. 

Compound the dedication of the NAG's \.'Jith the innovations of the Director of 

Police in designing the pl~og1~am, it becomes c10are)' to the evaluntm' I'thy tr,!':! 

program functions. Since NI\G's function as para-pol"ice officers chief police 

administrators must be will ing and desit'Ous of accepting un NAO type pl'ogrnfil. 

Generally) if the head administrator accepts the program line officers will 

follow suit. 
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These authors believe that it is best to limit the program to cities of similar 

size and demography to Dayton. Dayton is fairly homogeneous, whereas large)' 

cities tend toward too much heterogeneity to allow for police and citizen 

acceptance of an NAO style program. 

Heaknesses 

It is the subjective opinion of the NAO staff that the single weakness encountered 

is the original goal statement of recruiting 200 NAO's. Due to the uniqLie concept 

of the NAO Program the subjective goal of 200 officers may have been idealistic. 

The assumption that the vol untary ethic is embl"acecl equally throughout fow' 

(4) hetergeneous sections of the city can now be viewed as faulty. The social 

turbulence and changing complexion that occurred within the Northwest and 

h 'I t to de;>l "/l'i"n se'rv,'ce and secUl'ity North Central sections forced t ose reSlaen s .,' w 

problems. Their response to the city and the police department in resolving 

mutual conflicts and problems resulted in a higher degree of interaction. The 

NAO Program has nearly ahiays been at full strength in these sections of the city. 

The same maybe said for the Southeast section of the city; the element of cnt;nge 

that has forced cooperation and a new partnership has been urban renewal. NAG 

membm·ship is not a problem in this district eithe)·. 

Northeastern Dayton has always been a conclave of European ethnics and the';"" 

degree of voluntarism is eonmensurate with a sm~ll isolated population. 

ship is now and continues to be small in a section of the city that represents 

7% of the population. 
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The Southl'icst quadrant is predominate1y black and it has been only l·ect:!I1tly 

that municipal employment of blacks has )~eached a level commensurate with 

their pel'centage of the communities population. In the past black mobil ity 

into con~nunity security has been inhibited by a low professional image of law 

enforcement. As the pol ice department expands bl ack employment, 1a\'{ enforcement 

as adesil'ous black career and NAO membership as a community obligation is 

imp~oving. These socio-economic factors have been constraints on the original 

goal. 

Additionally, until this year there were no provisions for a central staff to 

administer the program. Lastly, the authors contend that the v01unteer ethic 

may have a 1 imited 1 He. 

We are overcoming these "/eaknesses via an ongoing recru iting progn.rli c;es'i£i"t8G 

to provide high visibility and pel'sona1 re\'/ul~ds for those \'/iiO en1ist. 1";-;e 

efforts of a full time recruiting officer is lowering the average a~e, increasing 

the educational level and attracting candidates from our three (3) local univer­

sities. Of the 125 police applicants on the cur'rent eligibility list for pol"ice 

patrolmen five percent (5%) are NAO's, persons who examined law enforcement as 

a career through this program before formally making application to the D~yton 

Police Department. 

It is significant to note that the City of Dayton now feel s the i';f\O Progni,l (",aS 

sufficient impact via studying a five (5) year budget extrapolation. 

pegree of Support 

Support for the NAO Program is being analyzed by three Jifferent constituencies. 

The pub'lie at large, the people whom NAO's serve, are the first. Second, 
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community leaders a.nd decision makers, whom exhibit influences on the program 

must be considered. Last, police officers, the people who work with NAO's 

daily and who exert constant input into NAO opel~ations, are to be evaluated. 

Doctors S.J. Blatt and T.R. Tortoriello evaluated the NAO Program in June, 1973. 

They concluded. that 11 ••• overall, citizen reactiot. is one of resp,ect and a desire , 

to continue the program. 115 

Also one must note that over 70% of citizens responded positively to the state­

ment: III believe that the Neighbol~hood Assistance Officer Program helps to lIiake 

my neighborhood safe. 116 These attitudes on the pal~t of the general publ ic re-

flects confidence in the police-counterpart program as an alternative in the 

delivery of service and security services. 

Intel~viel'/s with community leaders and decision makers led Doctors i3latt anci 

Tortoriello to the conclusion that a strong majority of these people valued the 

NAO Program to the degree that it should be continued and internalized as an 

integral part of the service response mechanism. 

The last and perhaps most vital constituency to be considered is the police 

officer. It is this component of the Criminal Justice system that util izes 

NI\O's on a regular day-to-day basis. Seventy-six percent (76%) of the polic8 

officet's intervievled believed that NflO's had done "a good job in servl1ig the 

Ileed of Dayton Citizens.,,7 Police officers (69~~) believed iJolice service I·,vuid 

suffer if tile pr-ogram l'las not funded.
7 

Generally, it ma.ybe said that police of'ficel~s ViCM the NI\O Program uS a v&it.ui)le 

a'ltr.rnative response when in their absence citizens simply \'/ou'ld not be servecL 

In conclusion these authors contend the general consensus was strongly affirmative. 
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FOOTNOTES 

1 l1Cost Effectiveness Study Of The Neighborhood Assistance Office)" 
Progra~ September, 1972 Through December, 1973 ", Sgt. D.L. Spencer 
unpubl'lshed, January, 1974. ' 

2 "NAO Personnel Participation Record", Sgt. D. L. 
unpublished, January, 1974 . 

SpeTlcer, 

3 
11 Projected NAO Budget For June, 1974 - June, 1975", Paul Smi t.h, 

unpublished, rt,ay, 1974. 

4 Sgt. D. L. Spencer, "A Cost Effectiveness ... 11 

5 "An Evaluation of the Neighborhood Assistance Officer Program", 
~:J~6~latt, Ph.D. and T,R. Tortoriello Ph.D., unpublished report, June, 1973 

6 .Ibid, p. 24. 

7 Ibid, p. 27. 
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Monday 
'1 pm -'10 pm 

~ruesday 

7 pm - 10 pm 

'Wednesday 
7 pm - 10 pm 

Thursday 
7 pm - 10 pm 

Monday 
7 pm - 10 pm 

Tuesd,:ty 
7 pm .. 10 pm 

Wednesday 
7 pm - 10 pm 

Thursday 
7 pm - 10 pm 

t-londay 
7 pm - 10 pm 

Tucnday 
7 pm - 10 pm 

t\TcdnC'sday 
7 pm - 10 pm 

Thursday 
'1 pm - 10 pm 

I 

APPENDIX B 

NEIGHBORHOOD ASSISTANCE 
QI<'FICERS 

TRAINING SCHOOL 

ORIENTATION 

NAO/POLICE VIEWS 

URBAN CRISIS 

LD. PHOTO & 

UNIFORM FITTING 

~'i1EEK II 

LAWS OF SEARCH 
AND SEIZURE 

CONSTITUTION & 
BILL OF RIGHTS 

CONSTITUTION & 
BILL OF RIGH'l'S 

BLACK HISTORY 

'\lEEK III 

Sgt. D.L. Spencer 
NAO Proje~t Director 

Hr. Paul Smith 
NAO Supervisor 

Ptl. \\I.D. Carr 
Federal Program Coordinator 

Sgt. J.F. Howler 
Supervisor, Technical Services 
Bureau 

Sgt. J.E. Newby 
Director of Police Training 

Capt. G.H. Thurman 
Commander, Fifth District 

Capt. G.H. Thurman 

Ptl. L.E. Frazier 
Conflict Management Specialjst 

STANDARD FIRST A.IO Det. P. J. Lust 
First: District 

S'l'AHDARD FIRS'l' AID Det. P.J. Lust 

S'l'ANOARD FIRST ArO Oct. P.J. Lust 

APPALACHIAN HISTORY Sgt. O. S. Bla.ck 
Dispatch Supervisor 
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Monday 
7 pm - 10 pm 

rruesday 
7 pm - 10 pm 

v7ednesday 
7 pm - 10 pm 

Thursday 
7 pm - 10 pm 

Monday 
7 pm - 10 pm 

Tuesday 
7 pm - 10 pm 

tvednesday 
7 pm - 10 l::Jm 

Thursday 
7 pm - 10 pm 

Monday 
7 pm - 10 pm 

Tuesday 
7 pm - 10 pm 

Wednesday 
7 pm - 10 pm 

Thursday 
7 pm - 10 pm 

f,'l: irla'l 

7 pm - 10 pm 

-, 

WJ.o.:EK IV 

STANDARD FIRST AID 

STANDARD FIRST AID 

STANDAIID FIRST AID 

INTERVENTION 
TECHNIQUES 

WEEK V 

NAO PROCEDURES 

NAO PROCEDURES 

NAO PROCEDURES 

NAO PROCEDURES 

WEEK VI 

Det. P.J. Lust 

Det. P.J. Lust 

Det. P.J. Lust 

Sgt. G . tv. Kal',ffman 
Director, Conflict Management 

Sgt. J.R. Hopkins 
Policy Bureau 

Sgt. J.R. Hopkins 

Sgt. J.R. Hopkjns 

Ptl. J.L. Dumlap 
Property t>lanagement 

RADIO ROOM & TELETYPE Sgt. 0.5. Black 

RADIO PROCEDURES Paul Smith 

TRAFFIC CONTROL Ptl. N. C. Ivlarlin and 
D.L. Michaels, Fifth DjstricL 

TRAFFIC CONTROL Trnffjq Contrul Squad 
Fiold 'J'ra.i.ning 
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Monday 
7 pm - 10 pm 

'l'uesday 
7 pm - 10 pm 

Wednesday 
7 pm - 10 pm 

Thursday 
7 pm - 10 pm 

Friday 
7 pm - 10 pm 

Honday 
7 pm - 10 pm 

Tuesday 
7 pm - 10 pm 

\'iednesday 
7 pm - 10 pm 

'l'hursday 
"I pm - 10 pm 

Friday 
8 pm 

NAO PHOCEDUJ{HS 

NAO PROCEDURES & 
REPORT WRITING TEST 

RADIO PROCEDURES 

Sgt. J .R. Hopkins 

Sgt. J.R. Hopkins 

Paul Smith 

CRIME SCENE PROTEC'rION Det. H. Arnold 

FIELD TRAINING 

t'iEEK VIII 

OBSERVATIONS 
SURVEII,LANCE 

SURVEILLANCE EXERCISE 

FAMILIARIZATION WITH 
HAZARDOUS CEVICES 

FINAL TES'l' r, 

COORDINATOH NEETn:G 

GRADUATION 
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District Officers 

sgt. D.L. Spencer 

Sgt. D.L. Spencer 

Ptl. C.R. Spitler 
Bomb Disposal Squad 
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COMPAHISONS AND CONCLUSIONS 

1.0 Introduction 

The two projects described in this report fall within the general 
c~tegory of police reserve when that designation is defined as a 
program '''hich utilizes the services of specially-trained citizens 
to suppJ ement ~Morn personnGl in routine patrol service or in emer­
gency situations. voluntc:(~r personnel who are used exclusively in 
the latter function are usually designat:ed auxiliaries rather than 
reserves. 

Both of these projcc·ts have been nominated for Exemlary Project 
designation because each project in its own way has demonstrated 
j ts ability to effectively utilize volunteer services in a law enforce-· 
mont agency. The two projects are, of course, radically different 
in the critical area of volunteer role descrj ption, i. c., the author­
ity vested in the :r.eserve. But, the hiO projects do €mbody a common 
purpose insofar as they both attempt to involve citizens in a mean­
ingful way tha.t ,~j] 1 increase the respective agency's capacity to 
serve the cornrnuni ty . 

Throughout the count:ry a myriad of program typologies exi st undt.'t 
the general heading of "pol ice reserve." The Los Angel (;So County 
Reserve Program's Uniform Deputy is representativo of the: t.raditiGl1::l1 
reserve role model i the Dayton N(,iqhborhond Assistanc(:: ,,)fficf!r is 
closer to the more-recently formalized police role of the Community 
Services Officer (CSO). The comparisons drawn belOvl summarize the 
sirnilarities and differences in the program's organizations and op0r­
ations; they underscore the different ways a reserve program can be 
implemcnt:ed. The comparisons, in no way, lay a basis for determina­
tion of relatj vr: program merit or 5UCC(~SS as the pragr·'lms 51;:11,1 y an­
not _C:9..ID.E9rable .~--~ --'-
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2.0 Comparisons 

The following section compares the Los Angeles County and Dayton 
programs by organization and operational components, and summar­
izes each program with respect to the five criteria for exemplary 
projects selection. 

2.1 Organization 

Both projects function wi thin the operations of their respective 
law enforcement agency, and the project director of each program 
is a sworn officer. In both programs the central reserve staff 
provide administrative support in the area of policy development, 
recruitment, record-keeping and training, but day-to-day supervi­
sion and deployment authority is decentralized to the regular line 
commanders in the organizational sub-units. Reserves in both pro-. 
grams work in an assigned geographical area, but in Dayton it is 
restricted to the area of residence wher~as in Los Angeles County 
it is the area of the reserve's choice. 

2.2 Opera Hons 

The decisive difference in role definition in the hm ,;;:rograms 
results in a high degree of dissimilarity in many arCilS of program 
operations. Screening and selection standards in the L.A. program 
are based on the standards for sworn personnel, whereas the Dayton 
program can exercise a greater deyree of flexibility because of the 
prescribed function of an NAO. Similarly, training requirements vary 
according to the demands of the role. 

Both programs requi.re a minhnum amount of service time each month, 
and non-conformity to the policy is grounds for reduction to inac­
tive status or dismissal. Both programs di.ctate the subordination 
of any n~serve to a stvorn officer. L. 7\. County resorvcs a ttr~nd roll 
call and ride patrol cars with regulars; NAOs arc briefed hy thr. 
Stu.tion Coordinator and perform pat.roJ. servicL?s i.n an ~)AU uni t Hlntlll('c] 

by two volunteers. Dayton NliOs perform non-c"nforccmcnt ()cti vi ti l.'~" 
arc unarmed and prohibi·ted (and not legally authorizc>d) from 0n(hl(Jinq 
in enforcement. tasks such ilS arrests or jnvcstiqations; L.A. County 
Resel-ve Deputies serve as law enforcement Qffj curs ilnd hflveth(' 
fu]] authority on duty of a sworn offic(~r. 
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Dayton NAOs are directly supervised by the civilian District Coor­
dinators who are responsible to the District Captains; L.A. County 
reserves are directly supervised by the Station Coordinators and 
the regular Deputies with whom they work on patrol. Neither pro­
gram mandates systematic performance appr.'aisal of the reserves. 

Both programs use reserves to supplement manpower levels on a 
routine basis, and for special circumstances which require an in­
creased deployment of personnel (special events, emergencies, dis­
asters, etc.). The L.A. County program also employs certain re­
serves on the basis of their specialized professional skills. 

2.3 selection Criteria 

Goal Achievement 

The stated goals of the blO programs are similar in two respects. 
First, to supplement available police resources by utilizing trained 
citizen volunt.eers, and second, to directly involve citizens in 
the law enforcement funtion in order to increase understanding in 
the corrununity" of the police function. Both programs have recruited 
a body of traineu personnel to supplement sworn personnel. Th€ Day­
ton program has not reached its stated recruitment level, and L.A. 
County staff claim that there are not enough reserves to meet de­
mands within the Department for their services. The NAO program 
structure with its Advisory Boards and its requirement that NAOs 
work in the neighborhood where they live has placed higher priority 
than the L.A. County program on the objective of citizen involvement, 
to the extent that the objective means the general populace rather 
than those citizens who are directly involved in the program. 

Replicabi1ity 

Both projects l-espond to i.l gpneral need among almost all law cnforcem(~nt; 
agencies -- to increase services within budget restrict~ons. and 
to have available () group of trained personnel for sp(>(::tal dr,pJ oym(m1' 
si·tuations. 

The distinguishing features of both programs <.lre si.mil<lr insofc1r 
as hoth have the complete endorsement and tt.")tal support ofthL?ir 
respective chief administrator. Both projects Clro under d irt~ct 
police control, and have sworn officers as r:rrojE-~ct dir(~ctors. 
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The programs .:tiffer in two major aspects; 

1) The law enforcement role of the L.A. County reserve 
is equivalent in authority to a regular officer when 
the reserve is on duty, whereas the NAO role is non­
enforcement. A number of differences derive from this 
dissimilarity of role: the selection and training stan­
dards for L.A. county reserves are identical to those for 
regular officers, while the standards in the Dayton 
progJ:am are tailored to the specific NAO functions; sev­
eral legal issues, in addition to relief from liability 
which applies in both programs, arise in the L.A. County 
progJ~ami direct on-duty supervision of reserves by regulars 
exists in the L.A. County program, whereas the supervision 
of NAOS is indirect; 

2) The L.A. County program has volunteer units which provide 
services outside the scope of routine police services-­
certain technical and professional services. The Dayton 
program confines itself to services ordinarily handled 
by sworn personnel. 

Several program features in both programs recommend themselves 
to police agenices of any siz~ as long as the agency can ensure a 
system of selection, training and supervision commensurate with the 
demands of the role. Each program itself is flexible in design 
and easily adaptable to a variety of community and organizational 
settings. 

Measurability and Efficie~cy 

Bot:h programs maintain records adequate to monitor the level and 
typGS of services generated by the volunteers. '1'he L.A. program 
calJnot assess reserve performance independent of regular Deputy 
performance, while Dayton has no information to demonstrate changes 
in deployment policies due to the presence of auxiliaries. 

nuring the most recent reporting periods, the NAO budget totaled 
$111 ,254,and Lho L.A" County was $GGH,8YO. Given tho differing 
mandates, scope and size of tlH~ two programs, djrect cost compari­
sons are not pructical. 

3,\cC'cssibility 

Both programs' staffs welcome inquiry from interested agencies and 
will make documents and records available, for inspection. 
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3.0 Conclusions 

The Reserve Program of the Los Angeles County Sheriff's Depart­
ment and the Neighborhood Assistance Officer Program of the Dayton 
Police Department respond in creative ways to the problem of law 
enforcement manpower shortages. In different ways they bo'th at­
tempt to,extenQ the notion of citizen involvement in law enforcement. 

Police reserve programs (anc-~ the authority and utilization of re­
serves), however, are one of the most controversial subjects in law 
enforcement policy both among police administrators and ,the public 
itself. Defenders of reserve programs correctly point out that the 
police reserve is an extension of a tradition of Common Law which 
vests the responsibility of law enforcement in the citizens of the 
community who in turn delegate the responsibility to a group of 
full-time personnel. 

Critics argue that the present-day complexities of society and 
the police function require full-time, 'dell-trained professionals, 
and point 'co the more recent traditions of abuse when citizen 
enforcement ",as organized -- lynching mobs during settlement of 
the \vest, the '''slacker raids" of the American Prote~tive League 
during World War I, and the contemporary urban vigilante groups 
likethe North Ward Citizen's Committee of Newark, the l\1atts COr:l­
munity Alert Patrol, and the Jewish Defense League. 

While police reserve units are outside of these historical occur­
rences of abuse, a relationship between police reserve units and 
vigilante groups apparently exists, to some degree, in the . 
public's vie,~. A recent survey of reserve programs in California 
points upthe issue of the public vie,~ regarding legitimate law 
enforcement authority. Agencies whose reserves wore uniforms which 
clearly distinguished them from regulars reported that the uniform 
distinction resulted in a lack of respect and a disolution of their 
authority. 

Various types of police rpsorv~ and auxiliary uniis do exist in the 
majori ty of law enforcement Clqc'ncies throughout the country" 'l'h(~ 
two programs described in this report represent substantially­
different program models and approaches in the area of ci 'U zen 
volunteers engaged in law enforcement \'lOrk. The two prograOis 
reflect in some measure the policies and strategies of their de­
partments; and represent two distinct emphases in c:urrent policing 
practice -- enforcement and community service: '1'he following st:ate-
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ment explicates the pressures which account for the two emphases: 

The police administrator faces a dilemma. He is aware that 
corruption and the abuse of authority are constant dangers on 
his force, that rioting and collective violence have occurred 
before in his city and may occur again, and that people are 
frightened and want visible evidence of a massive police 
presence that will reduce crime. He also knows that, however 
m.uch the city council may complain of rising crime rates, it 
is also concerned about rising tax rates and thus wants the 
police department run as economically as possible. For all 
these reasons, the police administrator is tempted to organize 
and operate his department along tight, quasi-military lines 
with strict supervision of patrol officers, a strong command 
structure that can deploy effectively large numbers of police 
in emergency situations, powerful and mobile tactical forces 
that can saturate areas experiencing high crime rates, and 
close controls over costs, scheduling, assignments, and 
discipline. 

But he also is aware that his patrol officers exel:cise great 
discretion and thus can never be fully supervised, that much 
of their time is spent on noncriminal matters, that some parts 
of the community fear and distrust the police while other parts 
want closer contact with them, that massive displays of police 
power can sometimes exacerbate tense situations, and that quasi­
military discipline can lower the morale and perhaps the effec­
tiveness of many officers. For these reasons, he is tempted to 
organize his department along highly decentrali zed lines, \'11 th 
considerable discretionary authority given to patrol officers 
and their sergeants, great attention given to the resolution of 
conmunity disputes and the provision of social services, and 
Ii ttle use of tactical forces.·k 

The role differentiation between an NAO and a Reserve Deputy of 
the L.A. County Program is another expression of the dilemma and 
the choices available to police ac1ministrators. Both roles are 
18gi timato, indicated by need I and valuable 'Lo the C'cHnmuni ty. 

*Sherman-,-MYit()n~KelJ,y, Team Policl' nc', (n h' t I (' ::; 1',(1 S ] ng ()n, ). ,"". : 
Police Foundation, 1973), p. lx. 
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'l'he two programs in combination provide significant guidance to 
police administrators in several critical areas: 

o Reserve units of any type should be under the direct 
control of the law enforcement agency and the extent of 
control should be adequate to the number of reserves 
and the activities assigned them. 

C Minimum standards for selection and training should be 
equal to those for regulars if reserves function with 
full law enforcement authority, or specifically designed 
to match requirements of another role. 

o Direct supervision of reserves on duty should be care­
fully maintained, and measures for performance assessment 
should be set and utiJ.ized on a periodic basis. 

o Agencies should consider a range of program elements 
contained in these b,'O projects as amenable to adaptation: 
enforcement/non-enforcement role of 'the reserve; formation 
of specialist units; indigenous deployment strategy; utili­
zation of Advisory Boardsi etc. 
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