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BARTELL ASSOCIATES 

EXECUTIVE SUMMARY 

This final report represents two months of data 

collection, research, and analysis of the Human Relations 

Training Program provided by the Center for the 

Administration of Justice, Temple University. In concert 

with the· guidelines provided by the Evaluation Management 

Unit of the Governor's Justice Commission, this report 

provides the following information. 

• A description of project activities. 

· A description of evaluation acti vi t.fes. 

· Analysis of project content and results 
including selection techniques, course 
content, instructors, handouts and 
instructional techniques. 

· Analysis of the results of the project 
in relation to the anticipated results 
as outlined in the subgrant application. 

· An examination of the impact the 
project has had on the problem as 
stated in the subgrant application and 
the relevant component of the Criminal 
Justice System. 

· An examination of the results of the 
project in relation to other projects. 

· Analysis of the results of the project 
in terms of cost. . 

· Findings and recommendations of the 
evaluation program. 

The following is a summary of the major findings of this 

report. 

iii 
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· The project staff at Temple University 
is very interested in the problem and 
need for Human Relat.ions Training and 
are therefore continually e~ploring new 
techniques and ideas for program· 
improvement. 

· The project· staff has the ability to 
~ttract qualified instructors in all 
fields :r::elated to Human Relations 
Training and has combined the instructors 
and course material in such a manner as 
to develop a program that is highly 
responsive to the training need. 

· The project staff is using the team 
approach to provide training, i.e., a 
number of qualified instructors are 
used on a part-time basis and only in 
special ty areas. For this' reason', the 
training has been highly cost/effective 
since the average cost per trainee is 
$85.63 for 74/75 and a p'rojected cost 
of $121.00 for 75/76. 

· The project staff i$ continually 
evaluating each training session through 
the use of evaluation forms filled out 
by trainees. The results 0f these 
evaluations are then used for program 
improvement. 

• The course content developed by tne 
project staff and the techniques used 
by the instructors foster the "meta" 
type of learning. The course content 
is also very responsive to the need 
for Human Relations Training. 

• The handouts compiled by the project 
staff complemen·t the course material 
in Human Relations Training. 

BARTELL ASSOCIATES 

Throughout this report, a number of recommendations are 

made for internal improvement of the program. These 

recommendations focus on course content, instructors, 

iv 
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handouts, techniques, and evaluations and tests. 

In conclusion, it is, highly recommended that the 

Human Relations Training Program be refunded for the 

following year. This recommendation is made for the 

following reasons. 

· There is a definite and justifiable 
need for Human Relations Training 
in the City of Philadelphia. This is 
verified by research into the field 
as well as the 'recent publicity the 
Philadelphia Police Department is 
receiving concerning human relations 
types of acti~ities. 

• presently, the Training Academy is not 
providing any type of Human Relations 
Training except that provided by 
Temple. 

· Based on experience and research, the 
Human Relations Training Program at 
Temple is providing one of the best 
prpgrams available in all areas including 
course content, handouts, instructors, 
techniques, and evaluative techniques~ 

· Therefore, it is again highly recommended 
that 'this project be refunded and 
continued as an active project of the 
Governor's Justice commission. In 
addition, it is recommended that the 
City of Philadelphia begin to consider 
Ricking up the funding of the Human 
Relations Training Program so that the 
future existence of the program can be 
insured. 

v 
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I. INTRODUCTION 

This final report of the Human Relations Training 

Program represents two months of data collection and research 

in ~uman Relations Training for Police Officers and shall be 

used as the refunding report for the training program. In 

concert with the guidelines provided by the evaluation manage

ment unit of the Governor's Justice Commission this report shall 

provide the following information: 

· A description of project activities. 

· A description of evaluation activities. 

• Analysis of project content and Results 
including selection techniques, course 
content, instructors, handouts, and 
instructional techniq~es. 

· Analy8is of the results of the project 
in relation to the anticipated results 
as outlined in the sub-grant application. 

· An examination of the impact the project 
has hap on the problem as stated in the 
sub-grant application and the relevant 

. componen'\: of the criminal justice system. 

• An ·examination of the results of the 
project in relation to other projects. 

• An analYsis of the results of the 
project-in terms of C0st. 

• Findings and recommendations of the 
evaluation program. 

This evaluation is being conducted simultaneously with 

the evaluation of the Minority Cultures ~raining Program which 

1 
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is also conducted by Temple Uni versi ty ... Due to the similari

ties of the two training programs much of the data and recom

mendations will be the same and theiefore, the similar language 

will appear in both evaluation repor£s. It is the intent of 

both evaluations, however, to provid0 the Governor's Justice 

Commission with sufficient information upon which to base their 

decision on future funding for the Human Relations Training 

Program. 
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II. PROJECT ACTIVITIES 

There presently is widespread belief that the average 

policeman's attitudes, beliefs, and behavior may be such that 

he is rendered incapable of adequately performing his job. 

Consequently, several observers have urged the need for attitu-
. 

dinal and behavorial changes in police to accomplish the various 

ends,so~ght in law enforcement. Usually found within this line 

of reasoning are several assumptions including the following: 

· The police job has become inc~easingly 
complex (due primarily to social changes) 
and this requires certain attitudes and 
predispositions for adequate performancei 

· To promote the existence of a viable law 
enforcement program, the police must enjoy 
public supporti and, 

· In order for the police to gain and/or 
maintain this support, they must present 
an image which excludes prejudice, bru
tality, harassment, or the use of undue 
force. Many authors have further main
tained' that police training academies 
should be used to .f(lste;r. 'these needed 
attitudinal and/or behav6rial cha~ges.* 

In addition, the popular conception of the activity of 

police that most of it involves chasing' criminals and fighting 

crime is being quickly destroyed. Several studies of polic~ 

work have yielded results indicating that most police activity 

is taken up with other matters. For example, in a survey of 

*C.E. Teasley, III, Leonard Wright, "The Effects of training 
on Police Recruit ittitudes," The Journal of Police Science 
and Administration, Vol. 2, No.3. 
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BARTELL ASSOCIATES 

the Syracuse Police Department, 68% of the radio ccills 

handled by the police of that city Over a six day period 

were found to be concerned with order maintenance and 

communi,ty service whereas only 10% involved law enforcement. 

The remaining calls were related to information gathering, 

making reports, and so on. These findings were similar to 

those obtained in fUrther studies of the police in seven 

other major cities. In one review of police ac'tivity I the 

police were found to perform a large amount of social work 

and that they are to a high degree untrained and ill-equipped 

for it. Indeed, if the training of police officers was geared 

to actual needs, less time would be spent on weapons training 

and judd and more time given to Human Relations Training. 

Similar studies have served to point out a serious police prob-

lem, the solution of which could go a long way towards reversing 

the recent dowI,lward trend of police prestige and effectiveness.* 

In the Philadelphia Police Department recruits are' 

given 560 hours of police training. Of this 560 hours, any 48 

or 11.7% are in Human Relations Training. Without the present 

Human Relations Training Program provided by Temple Univers~ty, 

their would be no liuman Relations Training for the Philadelphia 

police officers. Given the fact that a large percentage of a 

*Richard V. Badalmente, "TrainJ.ng Police For Their Social Role ~ " 
Journal of Police Science and Administration, Vol. 2, No.3. 
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police officer's work involves the use of Human Relations 

Techniques, there is a definite need for this type of train

ing. 

In order to satisfy this need, a ten day training 

program in human relations was developed by Temple University 

and funded by the Governor's Justice Commission. The training 

program is provided by the Center for The Administration of . 

,Justice, Temple University. jThe following. is a description of 

the training program and the results anticipated as stated in 

the sub-grant application for the previous year. 

"The changing social conditions in a modern urban environ

ment present the officer with problems that were virtually non

existent decades ago~ Instead of being treated with respect as 

they formerly were, the contemporary police officer is frequently 

the target of abuse and contempt. Instead of getting the full 

cooperation of. the public, he is often hampered in the perfor

mance of his duty." 

"The Philadelphia Police Department has had for several 

years a contract with Temple University to provide a training 

course in human relations. The course provides instruction to 

familiarize police personnel with the sociological and psycho

logical aspects of community relations and human response. The 

aim of the course is to provide the police officer with profes

sional instruction that will aid him in properiy discharging his 

5 
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duties in a contemporary society. The mix of recruits and 

in-service personnel will vary from class to class depending 

on the number of recruits entering the department from month 

to month. All. recruits will receive the training, and the 

Department will make every effort to schedule on a priority 

basis those officers who have received disciplinary action 

as a result of citizen complaints for in-service classes." 

"This is"a continuation program. The fiist class under 

this grant will begin after July 1, 1974. There will be 12 

classes of approximately 50 officers per class for a total of 

600 officers trained over the period of the grant." 

If'llhe Department expects that those receiving the train ... 

ing will have a lower incidence of complaints filed against 

them by the Department or from the public than those who have 

not received this training. 1f 

"Because of the time period required to evaluate the 

effects of this training on individual behavior no interim 

report on this aspect will be attempted; however, the course 

content and method of instruction will be constantly monitored 

9Y the Police Department." 

"The long range effect of the program will be an increase 

in police efficiency due to a more cooperative attitude of the 

public toward pol~ce problems." 

For this year, the projects activities have involved 

preparation for the Human Relations Training Sessions that will 
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begin early this spring. These activities have included 

examining last year's evaluation report prepared by Bartell 

Associates so that recommendations could be considered and 

implemented for program improvement. Activities have also 

included evaluation of the subject areas to be included in 

the training program so that they could be refined and 

improved. In addition, the project staff have been involved 

in the scheduling of instructors for the training sessions 

and coordinating with the Police Department Training Academy 

for when the training sessions begin. Instructional materials 

that recruits receive at the beginning of the training session 

have been re-evaluated and added to for more extensive cov-

erage of relevant information. Test for the recruits are 

also being evaluated and revised as well as the evaluation 

forms that are completed by the recruits on the instructors 

and the courses of instruction after each day of the training. 

To date, the project staff of the Center for the 

Administration of Justice have had few problems in terms 

of administration, staffing, or coordination. This is 

probably .. due to the fact the center has been conducting the 

training sessions for the past few years. It is interesting 

to note, however, that even though the Human Relations Train-

ing Program has been conducted by the center for over the past 

few years, the program has not remained stagnant, but has been 

continually updated and improved by the project staff. This 

7 
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is a very good indication of the level of interest and dedi-

" . catibn to the training sessions by the project staff. 
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SARTELL ASSOCIATES 

III. EVALUATION ACTIVITIES 

The Human Relations Training Program provided by the 

Centbr for the Administration of justice; Temple University 

is part of the Philadelphia Police Departments curriculum for 

recruit training. For the purpose of this evaluation, Human 

Relations Training will be defined as the "development of an 

approach to respond to police-client service contacts in such 

a fashion as to minimize the possibility of conflict and/or 

negative reactions while maximizing the efficiency of infor-

mation tran~;qnission that will result in a satisfying service 

response or modify behavior into an acceptable form." 

The ~taff of Bartell Associates, Inc. have spent two 

days at Temple University in the process of collecting data 

for the evaluation of the Human Relations Training Program. 

Since there has been only one training session of the program 

conducted since the training ~essions that were conducted 

'between December 3, 1973 and April 5, 1974, it was decided by 

the evaluation and project staff that the evaluation of the 

training program concentrate on program improvements. The 

last evaluation of the training program was conducted by Bartell 

Associates, Inc. In the last final evaluation report, numerous 

recommendations were made as to program improvement. These 

recommendations ranged from course refinement to and including 

9 
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the use of video tape equipment as an approach to improving 

instructional techniques. 

This final evaluation report will provide information 

on theiprogress of the project staff in implementation of the 

recommendations. In addition, this final report wi~l provide 

information on further research into Human Relations Training 

for recruits in an attem~t to make further refinements and 

improvements on the program. 

This. approach will provide the Governor's Justice Com-

mission with information on project improvements as well as 

the projeot staff on how the present program ca~ be improved. 

To this extent, time was spent with project staff conderning 

their progress toward implementing the recommendations of the 

last evaluation report as well as other improvements that have 

been made. 

There have been no problems in collecting this data or 

in implementing the evaluation plan. During discussions with 

the project staff, additional ideas for improvements in the 

program were mutually developed which have been a benefit to 

the project staff. 

10 
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IV. PROJECT ANALYSIS 

This section of the evaluation report will focus 

on a description and analy~is of the Human Relations Training 

Program and also the results of the program. Included under 

the Training Program Analysis will be selected techniques, 

course content, instructors, handout material, instructional 

techniques, and evaluation techniques. Once this is completed, 

the results of the project will, be analyzed. 

A. Selection Techniques 

There are basically four separate components of a 

police training program: 

· Training recipient - The police group 
to be trained. 

· Training subject - The nature of the 
material to be le~rned. 

· 'Training source - The person or institution 
respoDsible for giving the training. 

Training method - The teaching techniques. 

In an effective training program, all four components must 

be developed in relation to' the ether so that an optimal train-

ing program can be developed depending on the type of polipeman , -

to be -trainee\, and the subject to be taught . Trainers often 

make. the mistake of planning a single training program applicable 

to all levelsdf police. ·Problems may arise, however, due to 

the very grea't differences between police groups. For example, 

11 



. '""",""H>~- .... ...,:", .... ",."."~" ... ",,._"f'_~"<C'"""""'~ ____ ~_ .. . . , . 

_I 

:-!-~ 

,...c~ 
l 

I 



I' 

':.= •. 

. ~., ", ... 

~., -

t/tI"""-" 

BARTELL ASSOCIATES 

patrolman will be diffe~efit from captains, or lieutenants in 

terms of the nature of the job,i.e.,· duties, responsibilities, 

level of expertise required, etc. Also, differences may be 

present in attitudinal areas which necessitate the use of 

different training approaches.* 

In the Human Relations Training Program, however, this' 

problem does not exist because it is an interrelated component 

of the recruit training program of the Philadelphia Police 

Department. Therefore, only recruits receive the training and 

there are no differences in rank, experience, etc. This allows 

the training program to be developed to meet the needs o~ 

recruits and precludes the need for major course revision with 

each new training class . 

B. Course Content 

As discussed earlier in this report, there is a definite 

and justifiable need for Human Relations Training for Police 

Officers in the Philadelphia Police Department. The training 

program must be developed, however, so that it meets this need 

and provides for positive results. The developmental process 

for a training program can be diagrammed as follows: 

*Jay M. Finkelman, Walter Reichman, "Police Training Strategies: 
A Contingency Model, Journal of Police Science and Administra
tion, Volume R, No.4., 

12 
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...J I "1 Control 
J. 

Irtput Processor Output 
Police Officer Training Function ~ Police Officer 

Wi th ~~raining 

Performance 
Evaluation --

Developmental process for a training program.* 

The above diagram is basically a feedback model which involves 

a police recruit being trained to become a police officer. The 

police officer's work is evaluated which provides feedback as 

to how the training program should be modified to improve police 

officer performance. It is through this process that the Ruman 

Relations Training Program has gone through. The following is 

a list of the training courses of the Human Relations Training 

Program. A short description of each training course is pro-

vided to enable the reader to better understand each training 

course. The list of couises represent all courses available in 

the Human Relations Training Program. All courses, however, are 

not useufor each training session. 

*Richard v. Badalmente, "Training Police for Their Social Role. lI 
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1. Orientation 

2. Alcoholism 

3. Panel Discussion - Narcotics and Dangerous Drugs 

4 . 

*5. 

6. 

7. 

The Correctional System and the Police 

~emple Student Panel 

Polics- Officer Training - Panel Code 

Family Crisis Intervention 

8. Family Organization, Interaction, and Sexuality 

9. Educational atld Occupational Patterns (now combined with 
social and economical change) 

10. The Philadelphia Criminal Justice System 

11. Analysis of Social and Economic Change 

12. Values and Behavior· 

13. Recognition of Abnormal Behavior 

14. Legitimate vs. Illegal Use of Drugs 

*15. High School student Panel 

16. Juvenile Gang Syndrome 

*17. Community Organizations 

18. Film and Discussion - Law and Order 

19. Examination and Evaluation 

20. Juvenile problems and the police 

*21. Film and Discussion - Besieged m~jority 

2.2. Conflict R.esolutions 

*23. Film and Discussion - The Prejudice Film 

*24. Film and Discussion - This Child is Rated 

25. Communications 

26. Child Abuse 

X 

... 

*These courses are used intermittently depending on the progress of 
each class. 
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1. orientation 

Policemen are fami1iaX'ized with description of the 
" 

course. They are urged to participate in the classes as much 

as possible as the effectiveness of the program depends upon 

interaction and rapport between the instructors and the class. 

The purpose of this orientation is to "set-the-scene" for the 

recruits for the coming two weeks. 

2. Alcoholism 

Thi$ topic area includes a 45 minute film entitled "The 

Morning After" with Dick Van Dyke. The goal of this subject 

area is to make the recruit aware of the problems faced by the 

alcoholic. Class discussion, whioh plays a large part in this 

course, centers around proper methods of handling an alcoholic, 

common misconceptions about alcoholism ,. and recognition of the 

common physical impairments caused by chronic alcoholism. In 

addition, a secondary objective of this course is to deal with 

the recruits potential or real problems with alcoholism. 

3. Narcotics and Dangerous Drugs 

With a panel of addicts, former and present, police 

officers discuss addiction, treatment, and rehabilitation in a 

law enforcement context so that the officer may become aware of 

the most effective me.thods of handling an addict. Occasionally 

the film, "All the Kids Like. ThG't: Tommy's Story, " is' ahown. 
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4. Temple Student Panel 

The Temple Student Panel session helps to convey to 

the officer the attitudes of the contemporary college student. 

Usually a two-hour session, officers are provided with ins'ights 

of the college student in a discussion atmosphere. Different 

approaQhes are discussed and critiqued from which the officer 

can base his own techniques. 

5. Juv6nil~ Gang Syndrome 

This topic area was given during the first section only. 

In later sections the information was included in the topic 

area "Juvenile' Problems and the Police." The goal of this 

subject area ~as to educate officers in'±he areas of gang 

identification, organizational structure, and effect on members 

and the community. 

6~ Juvenile Problems and the Police 

The purpose of this topic area is to make the officer 

aware of the many facets of the juvenile problem facing the 

community. Topics covered in this four-hour subject area 
.. '~ 

include the identification and organizational structure of 

" 

delinquent gangs, the processing of the juvenile offender from 

apprehension to disposition, and the scop~ of the juvenile 

problems in the urban commun'i ty . 

\) 

7. Recognition of Mental Disord~rs & Abnormal Behavior (Suicide) 

The goal of this subject area is to teach the officer 
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some practical methods of handling the disturbed person. Not 

only is the officer taught how to recognize the behaviors, he 

is taught hbW to identify the medication used for mental and 

physical disorders. A professional actress in used to help 

teach this subj ect a,rea. She acts out a true-to-life situation 

for the officers to take part in. This topic area runs an 

average of two hours. 

8. The Correctional System and the Police 

The Philadelphia prisons and their administration are 

described during this two-hour session. Recruits are made 

aware of problems in the correctional setting such as homo-

sexuality, religion, politics, and over-crowding . 

9. Community Organization and Structure 

This subject area is designed to make the recruit aware 

of the impact of political activity in various urban neighbor-

hoods. Special emphasis is placed on the Puerto Rican neighbor-

hoods. This subject area averages two hours in length. 

10. The Philadelphia Criminal Justice System 

This topic area, with a film and panel discussion, is 

used to familiarize the officer with specific aspects of the 

Criminal Justice System in Philadelphia. The film used is "Crime 

of Our Courts," running 50 minutes. The panel is made up of a 

Public Defender, a Common Pleas Court Judge, and an Assistant 

District Attorney. 

11. High School Student Panel 

Discussion with inner city young people of varying 
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backgrounds graphically illustrates to the officers ~ side 

of the public seldom: seen during their professional experience. 

Reverse-role-playing helps make the officers aware of how the 

juvenile perceives the police officer. The two-hour session 

covers many of the attitudes and prejudices the students haVe 

for the police. The purpose of this session is to give the 

officer new ideas for approaching the juvenile. 

12. Film and Discussion 

"Besieged Major:1.ty" During the fourth section of the 

Human Relations Trainin.g ;!?;r:Ggram a film entitled "Besieged 

Majority" was shown with a discussion following. Incidents 

pertinent to contemporary urban problems a·re shown in this 

film. The discussion which follows dem9nstrates how tb effec-

tively handle a variety of situations and individuals an officer 

may encounter, including the victim of a crime. 

13. Educati6na;L and Occupational Patterns 

This two-hour' lelcture-discussion provides insight into 

the educational experiences of minority groups and relates 

these to professional opportunities of minority groups. 

Additionally, changing ne,ighborhoods and housing patterns ,are 

discussed as they affect the roles of the policeman. This 

subject area is to provide the officer with reasons for the 

poor economic cionditions of various neighborhoods so he can 

adjust his actions accordingly. 

18 
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14. Family Crisis Intervention 

This four-hour subject area uses professional; actors 

to present emotional situations in which officers intervene. 

Through the use of the actors and video tape this subject area 

teaches the recruit how to handle th~ most difficult situations 

a policeman encounters, the domestic dispute. 

15. Conflict Resolution 

until the sixth section, Conflict Resolution was part 

of therFa~ily ~risis Intervention topic area. For the sixth 

section Conflict Resolution was made a separate course because 

it generalizes to other areas of police work--not only family 

disputes. Officers are taught that verbal discussion is their 

best defensive and offensive weapon. Video tape is again used 

to provide feedback to the police officers. 

16. 'Family Organization, Interaction and Sexuality 

During ~his two-hour session the policeman is made aware 

of the impact his profession will have on his personal life as 

well as the impact his personal life will have on his professional 

performance. Discussion of this subject includes interaction with 

co-workers, fa~ily, and the general public. 

17. Film and Discussion: 'The Prejudice Film 

"The Prejudice Film" is shown to help the officers realize 
'. 

the gr·eat amount of. prejudice which exists and how this prejudice 

has no basiS. During the discussion which follows the film many 
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of the officers reveal their individuality as well as their 

unfounded prejudices. 

18. Social and Economic Change 

A historic.al rev~,~~ of the ,growth, development and 

change pf the law enforcement profession is presented. Usually 

a two-hour session, -the lecture analyzes social and economic 

changes in the urban environment, and their impact on the police 

and various groups within the community. The recruit is made 

aware of his profession as it relates to society and how law 

enforcement adjusts to meet a changing society. 

19. Legal vs. Illegal Use of Drugs 

This subject area is usually a two-hour lecture-discussion 

which covers the variety of drugs which exist. It is emphasized 

during the discussion that there is a very thin line between 

legal and illegal use of drugs. The goal of this subject area 

is to convey to the officer the use of discretion. 

20. Film and Discussion - Law and Order 

This 80-minute film, and the accompanying discussion, 

evaluates actual situations police encounter during a routine 

day and group dynamics and decision making within groups of 

police officers. 

21. Film and Discussion - This Child is Rated X 

This film and discussion help show the officer what 

happens to a juvenile when he is placed in an in,sti tution. The 
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film depict~ the problems juveniles have including abuse, 

homosexuality, and institutional treatment methods. This 

three-hour session is designed to impress upon the officers 

a need for alternative courses of action for handling a 

juvenile. This session was included only in the seventh 

section . 

22. Values and Behavior 

Individually of the officers in the class is demonstrated 

through the use of "value-oriented" g·ames. A discussion of the 

individual's different reactions to the game clearly shows the 

officer's different perceptions, values, and behaviors. During 

the 2.5 hour session differences in the behavior of persons from 

various social, economic, racial, and national groups are dis-

cussed. The officers are made aware that each person has his 

own set of values as well"as behavior patterns. 

23. Communications 

In the past this topic area had been included in the 

Values and Behavior topic area. For the sixth section it was 

made a separate subject area. This topic stressed verbal and 

non-verbal (body language) communications with minority groups. 

24. Child Abuse 

This course includes a panel of 2 to 5 local experts in 

child abuse including representative of the medical examin~r's 

office, an agency tha~ deals with the retarded, and a medical 
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doctor. The Discussion is led by the Director of the Child 

Advisory Program. 

25. Examination and ~valuation 

The evaluation reviews the materials presented during 

the course. A written questionnaire followed by discussion 

indicates individual reaction to the class and the effectiveness 

of the instruction. The results of the evaluation are used to 

update future course sections. 

No training progra~ should remain static but should be 

continually evaluated and modified to increase effectiveness. 

This process is in concert with the diagram of the developmental 

process for a training program prese~ted ear~ier. In order to 

measure the level of flexibility and innovativeness in the 

Htiman Relations Training Program, the last eight training sessions 

were analyzed. The. table on the following page presents this 

analysis. The Table breaks out each Training session by the 

subject areas given each d~y of the 10 day session and in what 

order for ea.ch day. The numbers in each block correspond to the 

Course Key on the right side of the page. For example, the 

first day of Trainin~Section A included an Orientation, Alcoholism, 

and a Panel Discussion on Narcotics and Dangerous Drugs while the 

first day of Section H included Family Crisis Intervention and 

Film and Discussion - The Prejudice Film. 

As the T~ble demonstrates the Human Relations Training' 
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COURSE KEY 

1. Orientation 

2. Alcoholisll' :::-
3. Panel Discussion Narcotics and Dangero~s Drugs 

4. The Correctinna 1 Sys·tem and the Police 

5. Temple Student Panel 

6. Police Office'r Tr'.Jining - Panel Code 

7. Family Crisis Intervention 

8. Family Organization, Interaction, and Sexuality 

9. Educational and Occupational Patterns 

10. The Philadelphia Criminal Justice System 

11. Analysis of Social and Economic Change 

12. Values and Behavoir 

13. Re~ognition Of Abnormal Behavior 

14. Legitimate vs. Illegal Use of Drugs 

15. High School Student Panel 

16. Juvenile C~ng Syndrome 

17. Community Organizations 

18. Film and Discussion - Law and Order 

19. E:{amination and Evaluation 

20. Juvenile Problems and the Police 

21. Film and Discussion - Besieged Ma~ority 

22. Conflict Resolution 

23. Film and Discussion - The Prejudice Films 

24. Film and Discussion - This Child is Rated X 

25. Communications 
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Program has been highly flexible in terms of course arrange

ment. Course arrangement is highly important because the 

placement of some subjects before or after others may negate 

the effects of the subject. This is due to either course 

content and/or instructor. For example, placing the high 

school student panel immediately before Family Crisis Inter

vention may reduce the effectiveness of the Family Crisis 

Intervention Course because the high school panel may have the 

tendency to arouse anger in the trainees thus reducing their 

receptiveness to Family Crisis Intervention Training. The 

same principle exists with instructors in terms of the techniques 

they use and the responses they evoke in the trainees. Both 

instructors and Course Content have to compliment each other 

to insure that an optimal learning experience can occur. The 

project staff at Temple has been very sensitive to this prin

ciple and to date have provided a course arrangement that pro

vides for'an optimal learnin9 experience. The fact that the 

project staff is continually revising course content and course 

arrangement also demonstrates that the training program is not 

remaining static but is being continually evaluated and improved. 

26. Penal 'Code Instruction 

Typically 18 hours of penai code instruction is given the 

recruit by a Philadelphia Police Academy Instructor. It is the 

evaluator's recommendation that this 18 hours should be used for 

human relations training, rather than Penal Code Instruction. 

24 
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Human Relation~ Training is a relatively new con-

cept in police departments and many of the programs have 

tended to be of the'''sound and fury" variety. For example, 

interchange role plays with ghetto youths Or formless and 

vague community dialogue se~sions are used. Human Relations 

Training of this type, though it may have some short term 

effects in that it tends to Dring long submerged attitudes ,to 

the surface, generates more ~motions than solutions to prob-

lems. In other words, emotia.ms are raised, but there is rarely 

an inkling about what to do with them. In many cases, this 

kind of training raises anxieties to such a level that not only 

is there a large fall-off effect because ,it ii hard to sustain 

unfocused emotion, but there is also a "walking on eggs" effect 

created in the participant who mus't now go back to the street 

"sensitized" but with nothing in which to use his new sensitivity 

in terms of te~hniques or plans. The problem is one of translat

ing what is learned in the classroon on to the street in day to 

day situations. In other words, the training program must not 

only raise emotions, but attempt to relate them to behavorial 

changes on ,the job.* 

In order to evaluate the effectiveness of the course 

content of the Human Relations Training Program in terms of 

its transferability to the street situation, the following 

*Byron L,. Boer, Bruce C. McIver, "Human Relations Laboratories 
and Team policing," Journal of Police Science and Administrations 
Vol. 2, No.4. 
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factors w~re ideritified aB evaluative indicators: 

· Is the training material analogous to 
real life? ' 

· Are the pertinent dynamics of the course 
relevant and identifiable? 

BARTELL ASSOCIATI::S 

· Are the non-essential variables separated 
so that the important points can be ident
ified and assimulated by the trainees?* 

· Is the course content intensive in that 
it involves many different experiences 
that have a high deg~ee of personal 
impact? 

· Does the course context have a high degree 
of learner participation.** 

,The table on the following page presents each training subject 

of the Human Relations Training program and compares them to 

the evaluative indicators listed above. As the table demon-

strates , most subject areas meet the requirements of the evalu-. 

,ative indicators except in the case of "High degree of Learner 

Participation.~ This is due to the fact that many of the subject 

areas require that the t:rainees have a conunon base of knowledge 

before they are able to participate. This knowledge is provided 

through a lecture. The participation level of each subject area 

is therefore acceptable. The wide :r;ange of subject areas .:j.s also 

acceptable and includes all subject areas required in an effective 

*Boer, McIver, Human Relations Training Laboratories and Team 
Policing. 

**Majron Katz, "Family Crisis Training: Upgrading the Police 
While Building a Bridge to the Minority Community," Journal 
of Police Science and Administration, Vol. 2, No. 3~ 
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1. Orientation N/A N/A N/A N/A N/A 

• 2. Alcoholism YeS Yes 'x'es 'x'es ~es 

3. Par.eleDiscussion - Narcotics and Dangerous 'x'es Yes Yes Yes Some '!;;':!,~ . ,,>~ DrUgs 
4. 'I'he Correctional System and the Police Some Yes Yes Yes Some I; 5. Temple Student Panel Yes Yes Yes 'x'es fes 
6. Police Officer Training II/A N/A N/A N/A N/A 
7. Pamily CriElis In terven tion 'x'es Yes Yes Yes Yes 

• O • ra:nily Orgar,iza Hort I Interaction and Sexuality Yell Yes Some Yes Some 
9. Education and Occupational Patterns Some Yes . 'x'es Yes SOme 

10. The Philadelphia'Criminal Justice System Yes Yes Yes Yes \'es 
11. Analysis of Social and Economic Change Yes Yes Yes Yes Little 
l2. Values and Behavior Yes 'x'es Yes Yes LitUe 
13. Hecogni t.iOn of Abnormal Behavoir 'x'es Yes 'x'es 'x'es Some 

14. I,egi tima te vs. Illegal Use of Drugs Yes Scnte Sonle 'x'es IJi ttle 
15. Iligh SchOOl Student Panel Yes Yes Yes Yes 'x'es 
16. Juvenile Gang Syndrome Yes Yes 'x'es Yes Little 
l7. Communi I:y Organiza tion Yes Yes Yes Yes Little 
10. Film and Piscussion - Laws and Order Yes Yes Yes Yes \'CG 

19. Examina titln and Evnlua Hon t;/A N/A N/A N/A N/h 
20. Juvdnile Problems and the Police Yes Yes Yes Yes Some 

2l. Film and Discussion - Besieged ~lajorit:.y Yes Yes 'x'es Yes YeS 
22. Conflict Rt~solut:ion Yes 'x'es Yes Yes Yes 

23. Film and Dj.scussion - eThe Prejudice Film Yes YClS Yes Yes Yes 
24. tilm and Discussil1n - This Child is Rated X Yes Yes Some Yes Little 
2S. Communications Yes Yes Yes Yes Some 
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Human Relations Training Program. 

It is interesting to note, at this point, that the 

project staff has implemented many of the recommendations of 

the last evaluation report prepared by Bartell Associates ,. and 

is continuing to improve the Human Relations Training Program 

with each new section. This ability to change and remain flex-

ible in meeting changing needs is a valuable indicator of the 

success of any program. As recommended in the last evaluation 

report, however, it is highly recommended that the· penal code 

instruction not be included in the Human Relations Training 

Program but the present subject areas should be expanded or 

additions made. 

c. Instructors 

. Traditionally, the nature of training material was not 

a consideration in developing training programs because only 

specialized police activities were taught. Problem~ arise, 

however, when Human Relations Tra.ining is brought into the 

training schedule because a training strategy that is effective 

in teaching pistol accuracy may leav~ something to be desired 

when teaching race relations. Two types of police training can 
• 

therefore be categorized: Specialized police subjects and psycho-

logical subjects.* 

In. providing training there are basically three types 

of training.sources: 

*Finhelman, Reichman, "Police Training Strategies: A contin
gency Model." 
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1. Interpsl Trainers: 

, BARTEI.L .ASSOCIAfIiO 
I)' 

An internal traine~ is part of the police department 

and has a dommon ground with the men he is training and is 

acceptable to them. In addition, he has an int\,~ma te kno,wledge 

of police work'and knows the operating problems and system 

constraints under which the trainee must function. On the other 

hand" while the internal trainer is acceptable as a fellow 

officer: he must convince the police that he has something to 

teach them. The internal trainer must spend time and energy 

overcoming the trainees perception that he may be no more com-

petent than they. Their uncertainty with respect to his academic 

credentials may raise barriers against cooper~tive probleM solv-

ing. 

2. Training Academies 

Training academies are recognized and established insti-

tutions. This confers upon them a degree of credability in the 

eyes of the police. It is further enhanced by the traditional 

close association between a~ademy and police. In spite of this 

alliance, most police academies have been successful in main-

taining independent standards of academic quality. They tpus 

have the potential of providing instructors who are both tech

nically competent and experienced in dealing with the police . 

. A.s with any organization f the polic~ academy has self-perpetuation 

as a major function. It therefore expends resources on non-academic 

functions and develops an inertia which minimizesfchange and 
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reduces flexibility. Thus, courses may not reflect the 

current needs of police departments but instead repr'esent. 

'e.,he result of compromise by academy staff. 

3. External Trainers 

The training credentials of a qualified external 

trainer are usually beyond reproach. He is in a unique 

postion to draw on the data and theories of his profession 

ah . .d thus augment the tra.ining program. This permits the 

external trainer and trainee to interpret police experiences 

,with a broader perspective. Because of the affiliations, he 

has the potential. for setting up lines of communication bet-

ween the police and other groups in the community and academic 

spheres. Because the external trainer does not have vested 

interest in the police organization and is not dependent upon 

them for his sole support, he can be more open, flexible, and 

amenable to change. He is therefore capable of inducing crit-

ical reflection and the~eby cQnstitutes an effective change 

agent.* 

Since there is a definite need for Human Relations Train-

<'i;ng for the' Philadelphia Police Department, /che question now 
\\ 

~ 

becQmes one of what training source should be used: Internal, 
'\ 
\\ 

Academy or External Trainer. The answer to 'the question is 

obvious in that the type of material that is covered requires 

*Finhelman, Reichman, IIPolice Training Strategies: A contin
gency Approach." 
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trainers with expertise in highly specialized fields, i.e., 

psychology, sociology, etc. 

The project staff at Temple University have taken the 

approach and utilize the services of a wide range of external 

trainQrs with excellent qualifications. The following is a 

list of instructors used. 

MR. LOUIS AYTCH - Mr. Aytch is the Superintendent of 

the Philadelphi~ Prisons. His educational background includes 

a Bachelor of Science Degree from Saint Joseph's College~ 

MR. EDWARD FO~~N - Mr. Forman is the Warden of the 

Philadelphia House of Corrections. 

!-IS. LYNN HUBSCHMAN - Ms. Hubschman is Director of Social 

Services at The Pennsylvania Hospital, Her educational back

ground includes a B.S. and M.S.W. degr~e from· the University of 

Pennsylvania. 

MR. DONALD JOHNSON - Mr. Johnson is an Assistant Director 

Attorney of the City of Philadelphia. His educational background 

.includes a B.S. degree from LaSalle College and a J.D. from 

villanova University. 

MR. KELLY MILLER - Mr. Miller i$ the Director of. the Child 

Advocary Project, Philadelphia Urban League. 

MR. JOHN MULVENA - Mr. Mulvena i9 a Professor of Social 

Administration at 'remple University. 
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MR. JOSEPH POTOSNAK - Mr. Potosnak is the Executive 

Director of the Livengrin Rehabilitation Hospital. U~s 
')' ' 
, 

education includes a B.A. in Social Welfare from St. 'Mary's 

Seminary. 

DR. WARREN SMITH - Dr. Smith is a psychiatrist asso-

ciated with the Hahnemann Medical College. His educational 

background includes an A.B. from Lincoln University and an M.D. 

from Hahnemann Medical College. 
" 

MR. WILLIAM StEPHENS - Mr. Stephens is an Assistant 

Director Attorney and Head of the Trail Discussion. for the City 

of Philadelphia. 

DR. ALLAN SUMMERS - Dr. Summers is a Psychiatrist. His 
I 

educational background includes a B.A. and M.A. from ~'h Univer-

sity of Pennsylvania, and a Ph.D. and M.D. from Jefferson Medical 

College. 

MR. RONALD VANDERWIEL - Mr. VanderlWiel is- an Associate 

Professor of Social Welfare at Temple University. His educational 

background includes a B.A. from the State University of Iowa and 

a M.S.W. from Washington University. 

MR. VINCENT ZICCARDI - Mr. Ziccardi ist:he former Chief 

Defender for th~ Defender Association of Philadelphia. His 

educational background includes a B~S. and M.Ed. from Temple Univ-

ersity and a LL.B. from Temple Law School. 
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As is evid.ent from the above list and brief descrip

tion of the qualifications of the Human Relations Training 

II Instructors, a qualified and well rounded team is utilized to 

'present the subject material. The project staff should be 

commended for the.ir ability to attract such a highly qualified 

staff of instructors and should co~tinue to do so. 

The project staff should insure, however, that all 

instructors are secure in their identities ahd roles and that 

":~h~y do 110t have to demonstrate their personal and p:t'o£essional 
., 

superiority to the police. In addition, they should be able to 

apply their knowledge in a manner that will truly enhance their 

effectiveness. The instructors Should be as effective as possible 

in relating to the police and therefore the instructors should be 

thoroughly familiarized with all relevant aspects of police act-

ivities, experiences, and problems. On many oCdasions, police 

may respond to an instructor in a manner which perpetuates his 

lack of understanding of police problems. Under such circumstances 

the prediction of those who are hostile and fearful about t;he 

instructor's presence to begin with will come trUe. The instruc

tor will not be able to relate his training m~terial to the 

reality of police work. This is known as the self-fulfillir,lQ 

prophecy, and the police must assume their .fair share of the 

responsibility for its occurrence. Rather.' then perceive the 

instructor as a "n?isey foreigner" who must be shielded from 

certain aspects of police problems and activities, the project 
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staff must take every effort to expose and orient the instruc-

tors to these activities and problems as soon as pos~ible. It 

is only in this manner that the instructor and the police can 

work, cooperatively to bring officers of all services and ranks 

to the desired level of professionalism.* For this reason it 

is recommended that the instructors in the Human Relations Train-

ing Program engage in a Training and Orientation session on· the 

activiti~s and problems of Philadelphia Police Officers. This 

training and orientation session could probably be provided by 

a team mC).de up of police academy instructors, a ranking police 

officer, and a regular patrolman. 'This would provide the instruc-

tors with a better perspective on the work of police officers 

and they would be better able to relate their training material 

to the day to day activities of police officers and thus increas-

ing the transferability of the training material. It should be 
;i 

mentioned, however, that all of the instructors ih the Human 

Relations Training Program except one, are also instructors in 

the Minority Cultures Training Program. Since the Minority Cultures 

Training Program includes only veterans, the instructors receive 

a great deal of feedback on police problems. If the experience 

is adequate, a training sess±on on police problems for instructors 

would not be needed. 'The project staff should make this determin-

ation. 

*Finhelmarr, Reichman, ~Police Training Strategies: A Contin
gency Model." 
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Handouts 
" 

The Table on the followin<;J three pages includes a break-

down of each handout of the training program according to the 

course it is used in, its fog index, apprbpriate use ,l-ength, 

reading time, date published, author, and evaluative comments. 

All reading materials are distributed at orientation. This is 

a good practice for it insures that officers have ample time to 

read all materials. In order to reduce confusion, however, it 

is recommended :that the required reading for each class subject 

be included in the training syllabus. 

The "fog index" refers to the reading level required to 

assimulate the information. The fog index is computed through 

the average number of words per sentence and the number of poly-

syllable words in a sample passage. It is suggested that the 

index st,ay within the 9 to 13 range. The numbers are equivalent 

to the years of formal education required to simulate the infor-

mation. 

"Reading" time refers to the average amount of time it 

should take an officer to read the material. This figure is based 

on the average reading time of patrolmen, developed by Law and 

Order, a law enforcement journal. The total reading time for all, 

handouts is 4.6 hours. Even though five additional handouts were 

added as recommended in the last evaluation reports, this reading 

time is still lo'W and should be increased to but not to exceed 
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,I 

10 hours. This would mean that the ',officer would spend approx-

imately one hour a day preparing for the classes for the next 

day. One way of increasing the amount of reading material 

without additional cost would be to require the reading of 

selected chapters from the books on the recommended reading list. 

,The recommended reading list has been greatly improved since 

the last evaluation with an addition of approximately 85 books. 

!1'1 summary; the project staff could insure that the handout 

materials fall within the reading level range of 9 to 13 and that 

the reading, time should be increased to a maximum of ten hours. 

E. Instructional ~echniques 

Ins~ructional techniques are highly important in a 

training program and have a high degree;\' of effect on how much 

of 'the information given in the classrom~ is transferred to the 

street situation. Depending on the instructional technique used, 

training gets t+anslated into the work situation in two basic 

ways or levels. Level one is the IIhard edged" use of techniques 

which means the direct translation of a techhique displayed in 

the training to some aspect of the work environment. Level two 

is the meta-learning or functional awareness level where values 

that are focused on ar:d reinforced in the training became part of 

the participant's work ethic. The "hard edge" level'is the least 

important of ,the two levels since it is rare that Human Relations 

training can be translated directly to the street situation which 

is highly flexible and dynamic and the classroon situation is much 
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less so. The meta-learning or functional awareness level of 

training attempts to impact on the trainee that he has choice~) 

or tha't options of behavior are open to him, and tha't, he is 

obligated ,not only to take those options seriously, but analyt-

'ically as well in street situations.' If this Qccurs, the police 

officer will be acting professionally rather than in a military 

fashion where choices or approaches to action are purposefully 

lim:irted. * 
The techniques used in a Human Relations Training Pro-

gram should therefore attempt to foster the meta level of learn~' 

ing in which the police' officer perceives and does have choices 

in developing his approaches to various street situations. 

The Human Relations Training Program provided by Temple 

University uses a variety of Instructional Techniques. They are 

listed below with their approximate percentage of use. 

Lecture 
Question-Answer* 
Film Presentation 
Group DisQussion 
Panel Discussion 
Small Group Discussion 
Role Play with Video Tape 

*Often part of lecture. 

19% 
16% 
13% 
10% 
23% 

4% 
15% 

During the upcoming training sessions, the lecture method will 

be slightly decreased and the small group discussion increased. 

Nett unlike other forms of trainin'~ and instruction, the lecture 

m,f2'thod is the most well-known. This approach is primarily used 

.*Boer, McIver, Human Relations Training: Laboratories and Team 
Policing. 
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for the dissemination of general information. Although high 

in information transference efficiency, the lecture technique 

is generally low in motivation which should be of prime con-

sideration in training of recruits. However, classroom obser-

vation by the evaluators has found the energy level was quite 

adequate during lecture due to the nature of the instructors. 

The Human Relations Training Program uses a lecture approach 

for about 19% of the time. This should not be increased and 

if possible the combi:rlation of lecture, question .... answer, should 

not exceed 30%. 

The que.stion-c~nswer approach, the third most used tech

nique, is very effective for the Human Relations Training Pro

giam in that many of the instructors were skilled in the Socratic 

method of questioning. This technique develops the student's 

philosophy in a logical step-by-step approach. 

The unique advantage of the question-answer method of 

training is that the individual officers can have a course 

tailored to their particular concerns and special needs. This 

approach can be much more effective if the trainees can be on 

the stree.t at least two to four hours of duty prior to thip 

cou'rse. The questions can be much more meaningful, placed in 

a better contex·t and the students can test and assimilate the 

answers more intensely. 

Caution has to be taken to insure that the question-

answer approach is not used to supplant the course content. 
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BARTELL ASSOCIATES 

Often times an instructor will use the question-ans~er 

approach in lieu of preparJ,ng for the course itself. How-

ever, the evaluator could find no indications of abuses in 

this type of training technique as utilized by the Human 

Relations Training Program. 

A third technique utilized in the Human Relations 

Training Progranl was that of using, films to set the stage and 

provide information then have questions, answers, and discussion 
" , 

afterwards.~' The use of films consists of 371 minutes of time 

and 13% of the total 48 hours of the training program. The 

films utilized are of excellent quality in all cases and are 

not used as fillers as is so typical of some trainirt9 courses. 

The fourth technique used by the Human Relations Train

ing Program is the group discussion approach. Although no't 

used extensively it is suggested that it be. continued to be 

used only with, extreme care due to its unpredictive nature. 

The value of a group discussion is affected by several factors 

many which are difficult to control and may result in ineffic-

ient training. Some of these factors include: 

'. Class Size. An average of thirty cadets 
in the Human Relations Training Program 
often can make it difficult to develop 
meaningful discussions in which all can 
participate. Small discussion groups 
could solve this pr~)blem . 

. Domination by individuals. Often times 
it is not unusual to have one or two 
individuals dominat:'e the discussion if 
the discussion leader does not attempt 
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to involve the whole class. 

. Instructor skill. The inst~uctor has 
to be skilled in the stimul~ition, of 
discussions, understand how to 'focu~ 
the students' energies on tf~ problem 
and not oh each pther, mainfain a high 
energy level in the class, be able to 
listen and lastly be able to develop 
the positive aspects of the discussion 
and not dwell on the negative aspects 
of the discussion. . 

BAIRTELL ASSOCIATES 

Due to these factors this is one of the areas that 

can be non-productive in terms of learning, but if properly 

developed can result in development of creative ideas and 

continuous feedback to the students. 

The panel discussion approach to training is the most 

often used. Panel discussions ar~ developed using college 

students, drug users, gang members, high school students and 

other subgroup members from the city. The major problem felt 

with this type' 'of approach in the previous evaluation was the 

students indicated that they became frustrated in they did not 

have enough time or opportunity to respond, personally, to 'the 

panel members' comments. Breaking the group into small groups 

or scheduling more time for this training approach might allev-

iate this problem. 

Small group discussions are utilized only 4% of the 

time. However, increased use of such a teChnique is difficult 

in th~t the budget is limited and the staff is not immediately 

available to prov~de such services. 

43 



I 
t , 

(I 

BARTELL ASSOCIATES 

Role-play is the last technique used in: the .Buman 

Relations Training Program. Fifteen percent of the program 

consisted of thi.s technique. A role-play takes two forms: 

1) actors coming and playing the parts of the combatants and 

having the officers in the class respond to the situation as 

they might on the street, and 2) officers playing the roles 

of the combatants and others responding and mediating. The 

first approach of the role playing by professional actors 

seems to'have the most success and has the most .transference 

to the real street s~tuation. Training to be effective must 

maximize the transference between the classroon artificial 

situation and that of the street situation. During the' last 

evaluation, ~dme of the actors utilized in the course were 

eNaluated in the role-play technique and it was unanimously 

felt by the evaluators, staff and by students that there was 

great transference to the real situation. It was so effective 

that often the actors would become physically hurt and in many 

other cases emotionally hurt because the officer over identified 

with his role and responded as he might in the real situation. 

For these role-play situations to be maximally effec-

tive it was suggested in the previous evaluation that, video 

taping of. sessions be used so that immediate feedback can be 

provided to the reacting off'icers as well as to be used in other 

training classes in the future. This has been done and the 
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BARTELL ASSOCIATES 

equipment is being used quite effectively by the project 

staff. 

As is evident, the project staff at Temple University 

have used a variety of techniques in order,to foster the meta 

level of learning in the trainees. There are still other 

techniques that can be used, however, that can further foster 

this meta level of learning. For example, in a project entitled 

"Developing interpersonal Communications Abilities and Communi-

cations Systems for more effective law enforcement in Situations 

of Conflict~' funded by the Law Enforcement Assistance Administra-

tion, three major techniques were used and are described below. 

These were Video Tape Role Playing, Communication in Conflict 

Group Exercises and Communications in Conflict Film based Case 

Study. * Even though the present project utilizes video tape 

-role playing, the techniques used by the above ~roject are suf-

ficiently different to warrant inclusion here. 

Role Reversal 

"Each role-playing situation required one officer in 

the training session to play the role of a police officer while 

the other participant played the role of a citizen. This pro-

cedure was followed in order to enable the officer to "see" a 

conflict from the standpoint of a citizen. During the tratn-

ing session, each ,officer had the opportunity to role playa 

*Richard C. Huseman, "Interpersonal Communication Training for 
Police: An Evaluation," Journal of Police Science and Admin
istration, Vol. 1, No.3. 
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-

citizen as well as to play his normal role of police officer." 

No Aq~,Hence ~articipation 

"Pretesting indicated that officers did their best 

role playing when the rest of the training group was not allowed 

to ob~erve them as the role-plays were recorded on video tape. 

'The role-playing procedure allowed'the two offi6ers involved 

in each role-playing situation about ten minutes to read their 

role and then engage in the actual role-playing. On the aver-

age, the recorded role plays lasted approximately ten minutes." 

Self-Evaluation 

"After all of the role-plays were recorded, the trainees 

were divided into groups of eight. In this way each participant 

would see his own,role play and three other role plays. Before 

hear'ing the reaction of other officers, the participants of 

each role play would evaluate their own performances. This 

procedure capitalized on one of the real strengths of video tape, 

that is, the instructors did not have to point out each detail 

of the communication situation. Rather, the participants obser-

ved the ro;Le--play and engaged in self-evaluation." 

Evaluation by Others 

"After each individual· had a chance to react and eval-

uate his own performance in a rol~-playing situation, others 

in the training group were permitted to comment and evaluate; 

and finally, the two training instructors, who worked as a team, 
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commented and evaluated the role-plays.lI* The main differ-

ence bettveen the above Role Playing situation and the 

type used by Temple University is that no actors are used, 

police officers play all roles and engage in role reversal, 

there is no audience participation as the roles are being 

acted p the class is divided into small groups for self

evaluation and evaluation by the other trainees. The follow

ing is an example of a role playing situation used by the 

L.E.A.A. project. 

Mr. Baxter: lIyou have been the principal at East 

High School for the three years since it was built. The 

school has been relatively free of racial tensions, vandal-

ism, and as far as you know, drugs. 

This morning you had a call frpm the Chief of Police 

who said that his department had inform~~ion that drug pushers 

were operating. just off the campus and sometimes on the campus. 

He was not certain whether or not students were involved as 

pushers, but he recommended that his force take immediate action. 

He suggested an appointment between you and a plain clothes 

officer in your office this afternoon. 

You have been thinking of alternatives. You don't want 

a lot of police officers" or police cars, or commotion of any 

kind, since, in your opinion, that would serve only to create 

further tensions within the student body and with parents. You 

*Huseman, IIInterpersonal Communications Training for Police: 
An Evaluation. ,I 
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have decided that you do not want any police on the school 

grounds." 

Officer Parker: "You are a plainclothes officer 

assigned to Narcoti6s Bureau duty for a six-month period. 

Your chief has asked you to go to East High School and speak 

to Mr. Baxter, the principal. It seems there hav~ been anon-

ymous telephone calls reporting drug traffic on and off the 

campus. The Chief wants~to set up surveillance on the campus. 

He asked you to get the approval and cooperation of Mr. Baxter. 

Mr. Baxter has learned of the tips from the Chief and is expect

ing you.* 

It is recommended that the project staff at Temple 

consider the above variations to video tape role playing and 

experiment with their use for the Human Relations Training Pro-

gram. 

The se,cond technique used by the L.E.A.A. project is 

called Communication in Conflict, Group Exercises. 

"This type of exercise employed a format in which par

ticipants worked in groups of five or six people. The exercise 

began with the -presentation of a situation which possesseq the 

potential for conflict. This explanation was followed by a 

series of four or five questions related to the situation. 

Each of the questions sought to elicit the participants' respon-

----,,',...----------
*Huseman, , .. Interpersonal Communications f.L'raining for Police: 

An Evaluation." 
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ses at sOme critical point in the process of handling the 

conflict situation. Most of the questions provided the 

officer with five choices of the "best" communication alter

native in multiple choice form. In some cases, however, a 

~uestion called for the officer to write some brief state-

ments which he would use in hand1irtg the conflict. The 

responses in both types of questions ~ere given an appropriate 

number of points based upon the effect the communication was 

most 3"ike1y to have in that particular situation." 

"Operating in small groups, the participants first 

individually chose one of the responses to the questions. This 

selection was followed by a discussion in which the group was 

asked to reach a unanimous decision concerlling the selection 

of one of the alternatives. The directions for this exercise 

suggested t'hat a group decision not be made by a majority vote 

but through discussion and persuasion of fellow officers. This 

procedure promoted competition between the groups." 

"This exercise proVided participants wjth the opportunity 

to apply communication principles to conflict situations in a 

manner which revealed the step-by-step development of conflict. 

The group decision-making proCedU:I:"oi, in addition tq providing 

participants with the opportunity to practice the art of commun

icating, allowed them to compare their choices with those of 

fellow officers. The result was that the learning in this 

exercise was not merely the choice of the IIbest" communication 
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BARTELL ASSOCIAiES 

alteDnative for the exercise, but also a method through 

which an understanding of the reasons for such a choice 

was gained through the defense of an answer in the group 

discussion. Other officers' explanations also served to 

broaden participant understanding of the handling of the 

conflict si tua t·ion ... 

HThe following is a sample conflict exercise that 

participants evaluated and then recommended as to' what 

communication alternative-they would have implemented." 

THE CONFLICT SITUATION 

"You are a patrol officer alone in you patrol car 

cruising a traffic circle which surrounds a park square in 

downtown area. Because the park is small and heavily used, 

laws against loitering and use by l,arge groups have been 

established. The city ordinance prohibits groups to reserve 

the park or to.occupy it for group activities, but permits 

such things as individual and small group picnicking. Some-

times an artist will set ur his easel and a crowd of passers

by will stop to w~tch. Police discretion is required to 

determine when a group constitutes a nuisance to other park 

users. 

Today the park seems to be particularly crowded. 

There are quit.e a number of shoppers and workers on lunch hour 

picnicking, people resting Iqr walking dogs, and there are a 

few children playing. At C),1:1e corner of the park there is a 
1.\ 
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BARTELL ASSOCiATt=;S 

lady with a tamborine taking collections for the Salvation 

Army. You also notice ~ group of three long haired youths, 

dressed hippie style, playing guitars and singing songs. 

Seated and standing around them are about fifteen people, 

most of them singing along." 

"You consider that the gathering may be a violation 

and a nuisance to others."* 

The third and last technique used by the L.E.A.A. 

project is called "Communication in Conflict Film Based 

Case Study as is described below. 

"During the grant period, a 16 mm color film was 

secur~d from Universal Studios. The, film depicted a riot 

on a colleg~ campus that involved students, towns-people, 

political officials, and national guardsmen. The officers 

saw the entire conflict on film; however, they saw it in 

segments. The. filci was stopped at predetermined places in 

ord-er to allow the participants and the instructor time to 

discuss particular incidents and how they were handled. Much 

of the film story was shown thrpugh a series of flashbacks, 

showing incidents only as they were remembered by one or more 

persons in the conflict situation." 

"Before being confronted with the film case study, the 

police participants were provided information on the cornmunica-

*Huseman, Interpersonal Communication Training ~Qr Police: 
An Evaluation. 
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BARTELL ASSOCIATES 

tion process, listening, ,perception, and nonverba~ communi-

cations. II 

liThe police participant was introduced to the conflict 

film by viewing a three-minute preview that showed a conflict 

scene between the college students and the national guardsmen. 

At the end of the previeW' the police were asked a series 0;E 

questions to introduce them to the system. One of the sample 

questions used was:" 

Did you see the guardsmen ... 

(a) Use tear gas 
(b) Load their guns 
(c) Fix bayonets 
(d) Fire a warning shot 

"After the preview and the introduction to the system, 

the participants were provided the following background infor-

mati~m: " 

"The film preview that you have. just seen describes a 

situation that' is familiar to all of us-a conflict situation 

involving students, towns-people, political officials, and 

nationa~ guardsmen. Although the movie is fiction, you may 

see in it people or incide'nts that remind you of things that 

are happening today." 

-"You will see the entire story in the film, but you 

will see it only in segments, as the film will be stopped from 

time to time in order to discuss particular incidents and how 

they were handled. Much of the film story is shown through a 

series of flashbacks (i.e., incidents are shown only as they 

52 



I 
, 

1 

1 

~. 

! 
~··t· 

I' 

~r 
1 

,~\ 

,"'-. 

','" _i" 

, 
~ 

I I 

II 

",)t:;' 1 

I r 
',"1'.: ...... 

"'-.\l::f 

t 
1 ..... ~ 

"",,,I:',:" 

i i 

~" 

I~' 

I ., .~"~' 
I :11 .-..,.. 

-

1~ 

& 

:'i! 

) 

:'1 
:l 

,I 

:l 
J 

:i , 

:! 
<,Q:! 

:;1 

1 p 

t 
:M 

l • 

:1; 
] 

') 
" 

~ 
~ 

I 

t , 

I 

BARTELL ASSociATES 

are remembered by one or more persons). So that you will be 

able to visualize the entire sequence of events more clearly, 

the following backg~ound information is provided:" 

"Ainsworth is a town of ql?proximately 30,000 people. 

The mayor and most of the townspeople have lived there most 

of their lives. The residents of Ainsworth have very litte 
, 

contact with the university students-there are 10,000 students 

and most of' them live on the campus, which is located in the 

northern part of the town." 

"On Monday, one thousand students staged a two-hour 

march in protest of the vietnam War in the town's central 

business district. During the demonstration, students clashed 

with police. A drugstore and a sporting goods store were burned, 

and nine students and four townspeople were injured." 

, "On Tuesday, the students staged another demonstration-

this time at t~e University Administration building. The 

National Guard was summoned to curb the activity, and shooting 

began. The demonstration was abruptly ended, with the injury 

of four students and the death of two." 

"Because there was considerable doubt as to who wap to 

blame for the killings, the governor of the state appointed a 

commission of three men to investigate. Members of the commission 

are Mr. Arthur Beresford, Dr. Benjamin Edwards, and Senator Hayes. 

Stone. n 
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BARTE:lL ASSOCIATE:S 

"The rest of the story is told in the movie, through 

testimony before the commission. Through each person's 

description the incidents are remembered differently i-the 

viewer must make his own evaluation as to what really happened." 

1\ After the participan'ts had read the background 

material they viewed the first segment of the film. Each 

segment was followed by a series of questions designed to test 

the police officer' s ability to analyze the communiGa~i,~:m.-in 
// 

the conflict situation. The police responded t.o,such ques-

tions as: 
,\ 

"Of all the .:persons you have heard testify be,l,fore the 

comn~ission thus far, which person do you think is most likely 

not telling the truth"? 

(a) Chancellor 
(b) Mayor 
(c) Deputy Mayor 
(d) Governor 

"What is it about this person (checked above) that 

causes you not to believe his testimony"? 

(a) I've seen his type before-all he wants 
to' do is ,to make himself look good to 
the commission. 

(b) There was some discrepancies and incon .... 
sistencies in his testimony. 

( c) His story was too smooth, too polished-
he seemeq. to have practiced it ahead of 
time. 

(d) He loo](ed and acted like he was lying. 

"Some of the questions pertained to communication with 
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BARTELL ASSOC\ATSS 

groups of people, for example: 

"Senator Stone recognized that, without the testi-

mony of student witnesses, the commission would have difficulty 

arriving at an objective decision. If you were in the Senator's, 

situation, what would you do about the student's refusal to 

testify"? 

(a) Send subpoenas to the students that 
you think should testify . 

(b) Try to arrange a time when yOU can 
meet with groups of students and try 
to convince them to testify. 

(c) Try to meet students who seem to 
be the leaders of the protest 
movement. See what you can do 

(d) 

to change their minds about test~ 
ifying, hoping that they will in 
turn influence others to come, 
forward. 

Assume that no amount of persuasion 
will alter the students' decisions, 
and therefore, make no effort. 

"Each student responded independently to each question 

and then the answers were analyzed by the entire group."* 

In summary, the techniques utilized in the Buman Relations 

Training Program are diversified and tailored to the specific 

dourse that is being taught in order to foster the meta ty.pe 

of learning. For an optimum training program, the course should 

give the officer a mental set that is acceptable and which he 

can use in his daily activities in the field. To the fullest 

*Huseman, "Interpersonal Communications Training for Police: 
An Evaluation." 
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extent possible, the Human Relations Training Pro~ram is 

accomplishing this goal. 

F. Evaluations and Test 

Since training programs must meet the needs of the 

group that is being trained, they must be continually eval-

uated, updated and improved. There are a wide variety of . 

evaluation techniques available to people who present train

ing programs to law enforcement officers. These are presented 

on the continuum shown below from least effective to most 

effective. 

EvALUATION TECHNIQUES* 

Least Effective Most Effective 

'±-- ± ± ± ± -± ± ± 
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*Lyle Knowles, "Evaluating Training and Educational Programs 
in Criminal Justice," Journal of Police Science and Admin
istration, Vol. 1, No.3. 
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SARTELL ASSOCIATES 

At "i::.he·least effective end of the continuum, one finds 

individuals w:ho perform no evaluation at all. They ask for 
,", 

no feedback from the people who participate in their sessions 

and may use their own judgment or other criteria in evaluating 

their effectiveness with a group. Next are those persons who 

may informally approach participants during a break or after 

a session with a question such as "How did I do" or "How did 

they like me"? The disadvantages of this technique are essen-

tially two-fold. First, the response will usually contain only 

a few words, with little detailed constructive feedback. Second l 

few people want to hurt the feelings of a poor lecturer or 

discussion leader by this face-to-face confrontation. Next on 

the continuum is found the individual who relies on an open-

ended written response. Participants are gj~en a blank sheet 

of paper and are requested to write down their reactions and 

comments. This is better than no documentation at all, but re-

sponses will range from a blank sheet of paper, or a "great 

course" comment to a full page of glowing words saying essen-

tially the same thing. An expansion of this technique would 

be a request for open-ended comments, both positive and negative 

for specific topics, lectures, or activities. However, individuals 

evaluating open-ended responses rarely perform a "content analy-

sis" of the results by categorizing, tabulating, and summarizing 

comments in a meaning:f3-ul and systematic fachibn. Further along 
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the continuum is the use of nonvalidated instruments that 

request a response from each participant to specific areas of 

a given session according to a rating scale. The choices pro-

vided may be; "excellent", "good", "fair", and "poorl! or some 

Similar type of continuum. Creating a meaningful scale of objec-

tives along a logical continuum can be a problem for the most 

astute researcher. One of the difficulties of such an instrume~t 

is that it is rarely subjected to one of the accepted validation 

procedures, or' evaluatea\ for validity and reliability over a 

period of continued Use. Further to the right on the evaluation 

continuum lies the validated rating scale, with the final entry 

including l,such a scale supplemented with open-ended ques·cions. * 

Before the first evaluation conducted by Bartell 

Associates, the project staff was using a structured open-ended 

question type of evaluation form, and a nonvalidated rating scale 

for inst'ructors. Upon the recommendations of the first evaluation 

report of Bartell Associates, the project staff changed all their 

evaluation forms to nonvalidated rating scale with open-ended 

questions for instructors, panel discussions, and course c0ntent. 

These evaluation. forms are included in Appendix A. 

In order to further aid the project staff at Temple in 

evaluating and updating their training program,. the following 

*Knowles, "E~aluating Training and Educatio~al Programs in 
Criminal Justice." 
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, BARTELL ASSOCIATES 

is p'resented as an example of a validated ra,ting scale plus 

open-ended questions ·as developed by Lyle Knowles after exper

imenting with several techniques over the past several years . 

The Table on the following page presents an example 

of the Training and Education Evaluation Measure (TEEM). As 

is evident, the evaluation form has a fairly simple format 

and is easy to construct to evaluate almost any training session 

o.r course. The to.pics or activities are listed down the center 

of the page. Each pa~ticipant is requested to respond to items 

acco.rding'to a five point scale ranging from "strongly agree" to 

"stro.ngly disagree." The person is first asked to evaluate each 

topic or activity in terms of its value to. him as a personal 

learning experience. Then he rates each item according to the 

value as a professional learning ekperience. Lastly, he indi-

cates whether the time given to each topic or activity was 

sufficient or needs more or less time. The participant may then 

be asked personal or descriptive items such as rank and years of 

education. Any number of such variables might be included if it 

was felt that they might in some way be related to the learning 

experience of the course. In the examplet rank provides a· rough 

measure of management level and experience. Years of education . 
could be r~lated to the value of various aspeots' of a course in 

terms of exposure to ideas on a higher level of abstraction. 

An open-ended question is also asked regarding recommendations 

for the improvement of the course or session, requesting both 
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Evaluation Of Research And Statistics COu't'se* 

please resp:md to the items belCM according to the scale provided. 

1. Strongly Agree 
2. Agree 
3. I:) Undecided 
4. Desagree 
5. Strongly Disagree 

A valuable personal 
experiena: TOpic or Activity 

1. Basic research 
definitions 

2. Example of the 
scientific method 

A valuabie professional 
experience for me 

3. '1YPes of research design 

4. Methods of sampling 

5. Steps in survey research 

1. Strongly Agree' 
2. Agree 
3. Undecided 
4. Disagree 
5. Strongly Disagree· 

Personal learning 
exp8riena: Topic or Acti vi ty 

6. Types of surveys 

7. Questionnaire design 

Professional learning 
experience 

8. Constructing effective 
attitude statements 

9. Review of algebra 

lO.Charts and graphs 

11. statistics (mean, standard 
debia.tion, correlation) 

12. Examples of research 
given by the professor 

l3.Term project assignment 

14. '!he entire research 
nethods course ' 

This topic needs: 
M (fure tine) 
OK (T:i.n'e okay) 
L {:U:!ss ti.ma) 

lhis topic needs: 
M (More time) 
OK (T:i.ne okay) 
L (lesS tirre) 

, --

Rank. __________ Years of education
o 
__ Please use the reverse side for any 

positive or negative comrrents, or 
reccmnendations on how this course 
could have been rrade nore meaningful 
for you. 

*Knowles, "Evaluating Training and Educational Programs in Criminal Justice". 
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SARTELL ASSOCIATES 

positive and negative feedback. This item can be made as 

detailed as desired. Once the information,is gathered, the 

data can t.hen be summarized on a tally sheet for all topics 

and activities according to the five point scale and the 

three cB'\:,egory scale for time. Percentages can also be com-

puted as well as a breakdown or cross-tabulation by rank andl 

or years of education. Open-ended responses can be categorized 

and tabulated in terms of a formal content analysis of the 

information obtained.* 

When examining the summarized results of a session t 

a given topic may be of more value personally than professionally. 

If the group felt that less time should be given to that topic 

and the direction of the course is toward meeting profe~sional 

needs, consideration might be given to eliminating the topic. 

On the other hand, if the group felt itw~s of personal value 

and had sufficient time or needed more time, the topic might 

be worth retaining, particularly if it is related to some of 

the professionally oriented to~ics. A low rating on both the 

professional and personal scales may reflect several things. 

It may be that the subject itself was of little value, or per-
..... ".~.-; 

haps the topic was of potential value, but the content surround

ing the topic was not meaningful. A third possibility might 

be that either the subject or content was of value, but·the 

presentation was ineffective. 

*Knowles, "Evaluating Trl'iining and Educational Programs in 
Criminal Justice." 
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BARTELL ASSOCIATES 

Insight into these responses is often obtained by examining 

responses to other scaled items or from the analysis of the 

open-ended questions on course improvement. This information 

can usually be reinforced through specific informal questions 

asked of the program sponsor or several participants upon 

completion of a given session.* 

It is recommended that the project staff at Temple 

consider the above type of evaluation procedu~e and experiment 

with its use for the Human Re.lntions Training Program. 

An examination is also used by the project staff at 

the end of the Human Relations Training Program. The examination 

used is included in Appendix B. It is worth noting that the use 

of examinations is often implemented to measure level of learn-

ing as well as for evaluation purposes. Examinations can provide 

effective ~eedback but are more often used to evaluate the per

formance of the individual participant rather than the effective-

ness of the course or its instructor. 

The test used by the Human Relations Training Program is 

sufficient for its present use. Care should be taken, however, 

to include questions from each course as well as, the hando~t 

material so that the information can be used as an evaluation 

tool for courses and instructors as well as measuring the level 

of learning of each participant. 

*Knowles, "Evaluation Training and Educational Programs in 
Criminal Justice." 
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, q. PROl.1ECT RESUVl~S 

Based on experience in the field gt police training 
(; 

and knowledge of the relevant literature the results of the 

Human Relations Training Program compare very favorably to 

that of other projects using similar ideas. For example, a 

three day Institute on Human Relations for Police was recently 

devel,oped by a Mid-Western University. The following is an 

outline of the training institute. 

First Day 

· Introduction. 

Philosophy of Police - An understanding 
of the derivation of the police role and 
the way it is rooted in the basic political 
philosophy of our system of government. 

· The Political, Economic, and Social Factors 
in the conununi ty. This subj ec-t provides a 
thorough understanding of those facets Of 
conununity life which are important to a 
police officer, particularly in the area of 
recruitment. 

Second Day-

· The psychology of Human Development. Will 
deal with the relative influence of environ
ment and heredity on human development and 
the learning process including conditioning 
and memory in elementary t~rms. 

· Superviso~ and subordinate relationships 
will ,develop an understanding of the furid
amentals of human behavior with which the 
Supervisor deals, and how the supervisor 
gets to know his personne;.1. 

'".J 
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E\ARTELL A$SOCIATES 

Third Day-

. Communications - Will create an awareness 
of problems involved when people communi
cate whether through words or actions. 

. Basic concepts of the social sciences - The 
subject will show that improvement of police 
services can draw on the vast knowledge o£ the 
social sciences that is relevant and useful. 

The above Human Relations Institute for police carinot 

compare to the level of sophistication and value of the Human 

Relations Training Program provided by Temple University. 

Without the projects existence, no results would have 

been obtained since there is no other human relations training 

offered by the Philadelphia Police Department. Since there is 

a need for Humah Relations Trainirig an~ Temple is providing 

an excellent program based on comparison with other training 

programs and the.' -relevan t Ii tera ture the training program 

should be continued. 

This statement can also be justified financially also. 

The following is a breakdown of cost for each 10 ,day class of 

,Human Relations Training for 1974, 75. 

CATEGORY 

Instructor's Salaries 

Indirect Cost (64% of Salaries) 

Fringe Benefits (14% of Salaries) 

Actors 

Panelist 

64 

COST 

$1,2J.i5.00 

812.13 

171.10 

120.00 

·45.00 
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Video Tape Recorder 50.00 

Films 30.00 

Materials, Text 30.00 

Reproduction, Misc. 39.77 

TOTAL $2,569.00 

With a total cost per class of $2,569.00 the cost 

per trainee with an average of 30 students per class is 

$85.63. This figure is very low for any training program. 

The proposed cost for th~ tra~ning program is 

presented below for 1975, 76. 

Personnel 
Instruptional 
Administrative 
Clerical 
Evaluation 

Overhead - 64.2% 
Fringe Benefits 15% 
Actors 
Panelists 
Video Tape Recorder 
Films . 
Materials, Text~, Reproductions 

Per Class 

1,267.00 
675~00 
208.00 

84.00 
1,434.06 

355.00 
200.00 
195.00 

50.00 
39.00 

200.00 

With these proposed figures, the approximate cost per trainee 

per class would be $121.00 with 46~ q£ficers projected for 

training. It is the evaluator's belief that this cost can also 

be justified. 

This is so pecause the training academy cannot provide 

the training at the same cost due to a number of factors such 

65 
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BARTeLL ASSOCIAT~S 

as instructors. Temple has the ability and resources to,·::, 

attract qualified professionals to instruct on a part-time 

basis. Thus, they do nob have to have full time instructors 

present at all times. 
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BARTELL ASSOCIATES 

VI. FINDINGS AND RECOMMENDATIONS 

It is the finding of this evaluation report that 

the Human Relations Training Program is achieving the project 

objectives as stated in the subgrant application and has had an 

impact on the problem. This is due to a number of reasons: 

· The project staff at Temple University is 
very interested in the problem and need 
for Human Relations Training and is 
therefore, continually explQring new tech
niques and ideas for program improvement. 

· The project staff has the ability to attract 
qualified instructors in all field related 
to Human Relations Training and has combined 
the instructors and course material in such 
a manner as to develop a program that is 
highly responsive to the training need. 

· The project staff is u.sing the team approach 
to providing training, i.e., a number of qual
ified instructors are used only on a part-time 
basis and o~ly in specialty area. For this 
reason, the training has been highly cost/ 
effective since the average cost per trainee 
is only $85.63 for 74/75 and a projected cost of 
$121.00 for 75/76. 

· The project staff is continually evaluating 
each training session through the use of 
evaluation forms filled out by trainees. 
These evaluation forms are th~n used for pro
gram improvement. . 

· The course cont~nt developed by the project 
staff and the techniques used by the instruc
tors foster the "meta" type of iearning as 
discussed earlier. The course content is also 
very responsive to the need for Human Relations 
Training. 
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· The handouts compiled by the project 
staff complement the course material in 
Human Relations Training. 

BARTEL.L. ASSOCIAn:S 

In summary, the following recommendations are provided 

for each section of the training program. 

Course Content 

· The project staff should continue to 
evaluate course arrangements in the 
training program to insure that courses 
and instructors complement each other 
so that trainees will be optimally 
receptive to each course. 

· If at all possible, the penal code 
instruction included in the Training 
Program should be provided at some 
other time during the recruits train
ing. Penal Code has no relation to 
Human Relations Training and could be 
replaced by such a course as "Community 
Relations and Integrity." 

· The training material should be as 
analogous to real life as possible so 
that the information received can be 
transferred to the street situation. 
In addition, the important points of 
each course should be readily identi
fiable by the trainees so that assimula
tion can be as quick as possible. 

· The course content should also continue to 
be as intensive as possible and include 
different experiences that have a high de
gree of personal impact. 

· Finally, the course content should allow 
for a high degree of learner participation. 

Instructors 

The pool of instructors used by the Human Relations 

Training Program is varied to meet course requirem~nts and 
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BARTSLL ASSOCIATES 

contains a large degree of expertise in all related fields. 

All instructors are therefore, highly qualified to instruct 

in Human Relations IJ.'raining. 

In order to insure the highest transferability of 

subject material possible, the project staff should make 

every effort to expose and orient the instructors to the 

activities and problems of police as soon as possible. For 

this reason it is recommended that the instructors in the 

Human Relations Training Program engage in a training and 

orien·t.a tion session on the acti vi ties and problems of the 

Philadelphia Police Officer. This training and orientation 

session could probably be provided by a team made up of police 

academy instructors, a ranking police officer, and a regular 

patrolman. 'rhis \'lould provide the instructors with a better 

perspective on the work of police officers and they would be 

better able to relate their training material to the day to day 

activities of police officers and thus increasing the transfer

ability of the training material. This training should only be 

given if it is felt by the project staff that it is required. 

Handouts 

The handouts for the Human Relations ~raining Program 

include handouts in all cours,es for the Human 'Relations 

Training Program. Overall, the handouts are excellent for the 

training program and provide the trainees with sufficient back

ground information for each training course. The only recommen

dation for this section of the training program is that the 
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BARTELL AS$OCIATI!S 

reading time b~,increased to at least ten hours so that 

they will have at least~ne hour of reading for each class 

day. 

Techniques 

The ins'l:ructors in the traininc;r program rfave used 

a variety of techniques in order to foster the meta level 

of learning in the trainees. It is recommended however, that 

three other techniques be considered, experimented with, and 

utilized where applicable. These techniques are as follows: 

1. Video-tape role playing where no 
actors are used but police officers 
play all roles and engage in role 
feversal, there is no audience 
participation as the roles are being 
acted, and the class is divided into 
smdll groups for self-evaluation and 
evaluation by other trainees. 

2. Communication in Conflict Group 
Exercises as explained in the text 
of the report. 

3. Communications in Conflict, Film
Based Case Study which is also 
explained in the text of this report. 

In summary, the techniques utilized in the Hum.an Relations 

Training Program are diversified and tailored to the specific 

course that is being taught in order to foster the meta type of 

learning. For an optimum training program, the course should 

give the officer a mental set that is acceptable and which he 

can use in his dai1ypctivities in the field. To the fullest 

extent possible, the Human Relations Training Program is 

accomplishing this goal. 
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BARTELL ASSOCIATES 

Evaluations and Test 

The project staff at Temple University are presently 

using a non validated rating scale with open-ended questions 

for Instructors, Panel Discussions, and course content. These 

evaluation forms are ~~cellent for their present use and should 

be continued. However, it is recommended that the project 

staff dons·ider, experiment, and use, where applicable, the 

validated rating scale plus open-ended questions as explained 

in the text of this report. This teChnique may provide the 

project s~aff with more information than they are presently 
:'{ 

, I 
being provided from the present evaluation forms and thus give 1/ 

them more information for program improvement. 

In general, the only other recommend(~tion that can be 

made concerns research in Human Relations Training. Since 

training in human relations is a relatively new met.hod of police 

training, little is known of its actual impact on exactly how 

it should be presented. A:t. bes·t, an educated guess can be made 

that a human relations training program is having an impact 

based upon experience and the a,vailable research. For this 

reason, it is highly recommended that a research position be 

included in the training program at 'l'emple University. This 

person would continually perform an on-line ~valuation of the 

training program and perform tests and research to continually 

improve the program. Although the project staff are doing this 

to some exten't at this time, their administrative duties preclude 
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BARTELL ASSOCIATES 

any extended research. 

In conclusion, it is highly recommended that the 

Human Re~ations Training Program be refunded for the follow-

ing year. This recommendation is made for the following 

reasons . 

. There is a definite and justifiable 
need for Human Relations Training in 
the City of Philadelphia. This is 
verified by research into the field 
as well as the recent publicity the 
Philadelphia Police Department is 
receiving concerning Human Relations 
types of acti~ities . 

. Presently, the Training Academy is not 
providing any type of Human Relations 
Training except that provided by Temple. 

Based on Experience and Research, the 
Human Relations Training Program at 
Temple is providing one of the best 
training programs available in all 
areas including course content, hand
outs, instructors, techniques, and 
evaluative techniques. 

Therefore, it is again highly recommended that this project 

be refunded and continued as an active project of the Governor's 

Justice Commission. In addition, it is recommended that the 

City of Philadelphia begin to consider picking up the funding 

of the Human Relations Training Program so that the future exist-

ence of the program can be insured. 
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APPENDIX A 

PRESENT COURSE EVALUATION FORMS 
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.Date ___________ _ 

:t:' 
I 

I-' 

Indicate your reactions to the fol1o\~in9 
statements or questions: 

1. ~hat is your impression of the training piogr~~. 
Urban Hinority Cultures? 

7 / I / I I 
Very Favorable Very Untavorable 

l. Eva1uate the program in terms of any methods 
learned ~Ihich might prove to be useful in 
your performance as a police officer. 

T 7 7 / / / 
Very Favoraole Very Unfavorable 

3. Evaluate tile program in terms of any ne~1 
insights into your ffiotivation, values and/or 
behavior. 

4. 

/ / / / / / 
Ver)'Tai,ioriiEl e Very Tfnfavorable 

Evaluate tne effectiveness of the training 
program in terms of its creating a desire on 
your part to further your education in the areas 
of p01ice science and/or human relations (i .e. 
taking a course at Temple). 

/ / / I 7- --I 
Very favora~l e Very-'l1nravorab 1 e 

,,~,,-___ ,-,~,~ .~ .. ::..,. __ ;..;...;~ .;..,_ ..... ~ . ..:.~,.".....,.: __ " ....... ,:,..._ ~---: :".:~::~_" ... _. r ".,,~:'::..-:.~-- . - ,,--.,,",~~--=:"'~~"-""'='-
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5. HO\t Iiould you rate t!1e program in terms of its 
st~mulating you tc do additional reading in the 
ar~as of police science and/or human relations? 

/ / 7-- 7~-7 / 
'Very Fa'~oratl)e Very Unt.1vorabTe 

6. Hhat i~ your reaction to' the fol1o~lina statelr.ent? 
Training in urban minority cultures should be 
part of every policeman's training. 

7 / / 7 --r- 7 
Very Fayorable Very Unfavorable 

7. Did you find the program to be a relevant learning 
experience in terms of becoming a police officer? 

/ I 7 ; / -; 
Very Favorable Very Unfavorable 

B. How would you rate the'Ta~ple facitities? 

9. 

10. 

'11. 

r----7- - r-- I r I 
Very Favorable Very Unfavorable 

00 you think the program should be longer __ 
shorter same 1 ength ? 

Do you think the program \'/ould have been more 
benen cia 1 if the size of your group has been 
reduced? 

'fes ____ _ 110 ____ _ 

Do you thi,nk the program shoul d be: 

A. Continued as it is 
--8. Continued j'/ith minor modifications 
--C. Continue!! with major revisions 

D. Discontinued -

~ l ~ ~ " j' 
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12 •. Listed belOIt_are several ouestions 
eva1uating the topic "Key Spanish 
Phrases", presented by Hr, Molino 
and Or, Gildorman. Since an ex
tensive amount of ti~e was devoted 
to this topic, we would appreciate 
your reactions to the follol'lir.g 
questions. 

a, Did you find the text ~Spanish 
Phrases to be useful in terms of 
learning spanish? 

Yes __ No __ 

b. Hould you recollrncnd that the topic, 
Key Spanish Phrases be retained or 
eliminated in future Urb~n Ninoriy 
Cu] tures Training Programs? 

Reta.i ned ___ 1;;l i mi nated __ 

c. 00 you think that enough time j~dS 
devoted to the topic, Key Spanish 
Phrases? 

d. 

e. 

Yes __ 110 __ 

In your opinion, is it necessary 
for officers to beco~e acquainted 
with key spanish phrases? 

Yes __ 110 __ 

In you opionion, is it possible. 
that learning these phrases could 
improve your performarce as an 
offic~r in relating and dealing 
with the members of the Spanish 
speaking com~unitYt 

Yes __ No __ 

~ ~ 
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" t.' .l ___ ~ 
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f. Do you think that you tlill continue IJsing 
(keeping it tn your patrol car) the text 
Key Spanish Phrases? ' 

Yes __ NO __ 

g. ~ould you attend Spanish Language classes 
for law enforcement officers at Temple 
University? 

Yes_~ No __ 

h. Would it be important to you to receive 
college credit,for evening classes in 
Spanish? 

Yes __ _ No __ _ 

13. Evaluate the entire training program in terms of any 
new insights or techniques learned which may prove to 
be useful in your future performance as a police officer. 

I -----,- I I I ~ u_, 
Vary Favorable Very Unfavorable 

_- 'F~,,,,--_,,"", __ ~~.----.,.,~;.= _____ -::::.:::...4 ,:"';::::._r~ ;-. ~ 

.iI •• ".~' ; ; .. ' -- ' " ..... ~ ~ - ," _, :r 
" :. ":' "> ~::=;:;=;:;;p:'::;lIIl . - .. ~--_ ... >. "":"" _,.;. 
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14. Note any suggestions that \~ould have made the training program a more 
relevent learning experience. 
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rnsc:r~c::or. ____________________ _ 

O~1'el __________________________________ __ 

QUA!,tTU;S ~ INSTRuctION. l!:1ch of th" ic"ntS 
belOt{ ilc:11:l with :1 ch<1r:1ct"r.tstic of instruction 
"Irid' is ioport:1n1'. Incic:lcc your r:lt:in~ of ch,,· 
instructor by :l chcck at thc appropriace point on. 
~h!! ::c:tle. l'1c.1~e writ:" ;my "",[it.io",,l comnlCnt:s 
011 the revcrse :d .. dc.... . 

1. Is he act:iveIy h!!IVfu1 lti,!!" officers have 
difficulty? 

I / I / I I 
Helpful Not)lelpful 

Z. Do~s he appear sensit!ve Co officers" 
reellnes and prob.ic~1 

I / I / / I 
Sensitive Not: S"nsitive 

3. Uas h" fle:dbI<.!1 

I - -I I - -- -,- I I 
I SIcx1ble Noc FleY.ible 

'.. Does he m.'k~· officers feel free to ask 
questiC!lls, disar-rce. "xpres:; th"ir ideOlS, 
etc! 

" 
I I 
Encourages: free
cxpr~ssion 

/ '/ .' 
Discourages frc" 
expression 

5. Is he fair attd imparti"l in his dealings 
",lch cite officers? 

! 

I --I 1 --'--1 I 
I ;:a1:r Unfair 

-,a -..~iI fjf 
. ~ .~ ... _ .' \ •. ,i' ;;;_.11 • -'.~ 

6. Is h~s s~~~=~ ~c~q~c~ for teaching: 

I I I I -/~-7 

Int~!.li.iiblil Un';,!ltelllbI1" 

7. Does he bel1~cl" officers1 

I I I I I I 
Docs nolO belittle )3elitt1es 

S. no,,:; It" 1:('11 til" o((1ecrl' whcll tho!y have 
do"" parcic«lm:'ly ",,,II? . 

I I I I I 
Always Never 

9. Docs he d",,,U upon the obviOUS? 

1 ,--r- 1 I I 
;rntroduces 
interesting ideas 

]};.raLls on Ot>vious 

10. Is Ite interested :in the subjeec,?: 

,- -I - --'~-/----I 1 

I"te~ested Uninrerilsted 

11. DOils he use "no ugh ",ex"pies or illu:>crat.1.ons1 

I I I I _' __ 1 
"".any None 

1Z. Docs "he present marerial in a we11-
oreaniz"d f~shion? 

I / I / I 
Well-organized Disorganized '. 

13. Was his referring 1:0 notes dist_:lctinl:1 

I . " I / , I I 
lio t Dis t!'aetin& D!&tl:B.ct:l.C;;":-' 

-;. 

~4. Dues he sti~ula~e, chinking? 

i / 1 I / I 

Stil!lulac!ng Not SCiculating 

J.5. Is his eeaching techt .. !que and ""'r.!l<r 
intc!::estine. cnour:h to keep yau= Z-nd' 
On cite subject! 

'L- { f I / -.I 
'Interesting Not: Interasting 

16. Docs he put: his =teri:t1 across 1.'1 
an i.l1t.crcs:::!ng u:rj'? 

I I I I I 
Interescing. Not Intereseing " 

17. nid ite hnve a good ce:::prec.ensiari. . 
of ~he oateriaL to ~kc ~he cours~ 
useable? 

/ / I I ! I 
Good Not Good 

18. In your !!pinion ",as tllis info=
Cion xelevan~ ta pol~c~ ~ork! 

I I f I 1 
Relevanc lr,it :teLevant 

19. Il<lS there enough time allotted to 
the subject? 

{f I I I 
Too }!uch Enough :;ot Enough. 

20. Considering every thins. ho,", ""ould 
you ratC: this teacher:! 

r I If'· I 
Very 
Favorable 

V"ry 
Unf<l;'orable 

-.:-
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PAlIEL O!SCUSSIOO: 

Panel discussions, are designed to gfve;o~ a 
variety of opinions on the subject ~~tter. Please 
evaluate eaCh panelist(s contributioH in the 
foHowingar'eas: 
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~: :';' 

•• ~ •.• 
a ._ .&_ 
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• c
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Par:elist. __________ - Panelist'--_______ _ Panelist. _________ _ Panelist'--_____ _ 

Candor / I I I I I 
Very VerJ 
Favorable Uiifavorable 

Kno;'/l edge 
of I 7 7 I , 7 

ISUbject Vcr.! Very 
area Favorable lJnfavorilble 

Clarity in < _ 

responseli I I I I l ' 
to Ver,y Ver,y 

questions Favorable Unfavorable 

Please r!!sporld to the following questions: 
j --::;", 

1 • lias there an cp-::ri exchan~e of fd~s? 

'-I F / , ! 
Open - Closed 

2. Was the discussion related t6 police 
work1 

1~7', I ,-'--,--, 
Related tlotRelated 

Candor 

KnO'o'iledge 
of 

subject 
area 

Clarity in 
respo;lse 

to 
questions 

,- -( I I I / Candor 
Very Very 

1~_7 ./ 

Fayorable Unfavorable 

l ' I 7 7 ! 
Very Very' 
Favorilble Unfavorallle 

Kno~fledge 
of 

subject 
area 

very 
Favorable 

/ / 
Very 
Favorable 

I 

'-7 --1-1 /' I 
Clarity in 
response 

to 
questions 

, I I 
Very Very 
Fa'toi'ahle llnfavorable 

Very 
Favorable 

3. Was t~ere enough tf~e allotted to the 
subjc(.t? 

' __ 1.---1- I J , 
Tao ~;I.<dl Enough Not E'iiOugh 

~. }/dS !..his fon~at (panel diSCUSSion) an 
effective o/cnicle for this subject 
!".atter? 

I I { '---I ---, 
Effectiye Not Eft~ive 

/ -,- I 

I 

Verj 
Unravor"ble 

I I 
Very 

Ullfavoratlle 

I 7 , 
Very' 

Unfavorable 

Candor' 

Kno1liledge 
of 

subject 
areil 

Clarity in 

I 

'~7 ~/-7 -1-- I 
Very Very 
Favorable Unfavorable 

7 7 7 
Veri Very 
Favorable Unfavorable 

reSDt'nse I I / ., I 7 
. to Very . . Very 

Question!> Fa.vorable UnfiVorsie 

5. Considereing e\,erything. how wou1d you 
rate this elass? 

'-I 
Very 
Favorable 

I , I I 
Very 

Ilnfavorab1e 

<) 

_g1Ji;~t 

'" 

/, 
':_1 

I' 

i 

~ 



r" 

!., 

i;;, 
ij 

<) 

(~\ 

C~) 

(I 
u-

j~ \ 

. ,\J . ,; _;::~.?/'~ * !' 2 ' t '!1~:r tI _W!lt~rrrttmRmo/4!Dl!t • .'ii!f!ib!m';e!l!hm m Z7W7C7X'75tss'g 't f <t 

c' 

'/ Ir 
1\ 

,' .. 

. ..;. 

BARTELL ASSOCIATES 

APPENDJ:X B 

HUMAN RELATIONS EXAMINATION 
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NAME: BADGE NUMBER: 

THE SOCIAL SCIENCES IN POLICE WORK 

EXi;lluina tion 

1. Alcoholism is NOT: 

2. 

3. 

4. ' 

a. .HeJ;'editary 
b. Eml'ironmen t 
c. An (iAlle;t:'gy 
d. An'Addiction 

The social process.by which an individual becomes "fit to 
live with" is ~alled 

List 5 guidelines in handling a disturbed or violent person: 

" 

List th~ee legitimate reasons for the use of amphetamines. 

5. Goofballs, Red Devils and Blue Birds are nicknames for 
amphetamines. 

True 

6. The 
has 
a,nd 

True 

False 

Youth Study Center is a juvenile detention facility which 
the legal responsibility of providing security and custody 
leaves reh~bi1itation to other placement iacilities. 

False. 

7. List 5 signs of mental illness: 

8. The basic classifications of gangs are: 

a. Aggressive and tactical 
b. Aggressive and passive 
c. Situational and passive 
d. Remedial and passive 

B-1 



," 
~,t /-; 
,t~:j 

ntH ,.. 

(j'·O •.... ,;~ . , 

I: Q 

" 

9. 
" 

-2 

List 5 physical illnesses that could be mistaken for 
mental disorders. 
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