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CHAPTER '.£ 

Summary, Conclusions, and Recommendations 

The attempt in this study has been to provide information pertain-

ing to certain personnel and training practices among all Maine municipal 

police departments having at least one full-time paid employee. 

The study has explored the nature of these personnel and training 

practices. It has described aspect~ of personnel administration, working 

conditions, fring~ benefits, and employee performance evaluation; recruit-

ment, examinations, placement and probation; employee training, and con-

siderations in tortious acts of the police. Throughout the discussion, 

programs for improving the overall quality of existing police personnel 

and training have been emphasized. 

These recommendations would enable the Maine Municipal Police Train-

ing Council to plan for the development of a statewide legislatively 

authorized system for the establishment and administration of selection 

and training standards for municipal law enforcement officers. Addi-

tionally, these recommendations would enable both local and state legis-

lative bodies to enact legislation concerned with police personnel and/or 

training matters. Police departments may find the recommendations use-

ful for the internal planning and management of their operatidns. The 

recommendations given, however, should not be considered as all inclusive. 

To further emphasize the recommendations, they have been extracted 

from the context in which they belong and have been classified into 

matters with which both local and state legislative bodies should be con­

'cerned and into matters with which a police training council should be 
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concerned. These recommendations have been classified further into mat-

ters relating to p~rsonnel and to training. 

Department or Municipality 

Personnel 

Recommendation No. 1 THAT MUNICIPALITIES ADOPT 
CENTRAL PERSONNEL ADMINISTRATION PRACTICES FOR THE 
POLICE DEPARTMENT. (p. 19.)· . 

Recommendation No. 2 THAT PRE-EMPLOYMENT RESIDENCE 
REQUIREMENTS WHICH ARE. AN OBSTACLE TO EFFECTIVE RE­
CRUITING BE WAIVED OR ABOLISHED WHERE THEY EXIST. (p. 38.) 

~ecommendation No. 3 THAT MUNICIPALITIES ASSURE THAT 
POLICE SALARIES ARE COMPETITIVE WITH THOSE OF OTHER 
OCCUPATIONS REQUIRING SIMILAR EDUCATION, ABILITY, AND 
PERSONAL CHARACTER. (p. 61.) 

, 
R~commendation No •. 4 THAT MUNICIPALITIES SEEK TO 
REDUCE THE WORKING HOURS OF POLICEMEN TO THAT LEVEL 
REQUIRED BY PRIVATE EMPLOYMENT. (p. 64.) 

Recommendation No. 5 THAT THE OFF-DUTY EMPLOn1ENT 
OF POLICE OFFICERS BE REGULATED BY ORDINANCE OR 
ADMINISTRATIVE POLICY. (p. 73.) 

Recommendation No. 6 THAT DEPARTMENTS PROVIDE FOR 
LONGEVITY PAY RECOGNIZING BOTH LENGTH OF SERVICE AND 
SUSTAINED SUPERIOR PERFOID1ANCE. (p. 74.) 

Recommendation No. 7 THAT DEPARTMENTS PROVIDE OFFICERS 
WITH A COMPLETE INITIAL ISSUE OF CLOTHING AND THAT 
THEREAFT~R THEY PROVIDE AN ANNUAL CLOTHING MAINTENANCE 
AND R~PLACEMENT ALLOWANCE. (p. 77.) 

Recommendation No. 8 THAT DEPARTMENTS PROVIDE COMPEN­
SATION TO NON-SUPERVISORY PERSONNEL WHO WORK DURING 
OTHER THAN THEIR STIPULATED DUTY HOURS. (p. 79.) 

Recommendation No. 9 THAT DEPARTMENTS PROVIDE RETI:l­
BURSEMENT TO OFFICERS WHO MUST SPEND OFF-DUTY SERV­
ING AS WITN~SSES IN COURT. (P. 81.) 

Recommendation No. 10 THAT MUNICIPALITIES PROVIDE AS 
MANY COMPENSATORY DAYS OFF TO POLICEMEN AS ARE GIVEN 
OTHER MUNICIPAL EMPLOYEES FOR HOLIDAYS. (p. 83.) 

I 

j 

~~ei::~io;o~~cy I!IT~~Y~~~~i~~~~IES ESTABLISH AN 

LEAVE (1) THAT POLICE OFFICERS RECEIVE EQUIVALENT 
TO THAT GIVEN OTHER MUNICIPAL EMPLOYEES. , 

(2) THAT AT LEAST TWO WEEKS ANNUAL LEAVE BE 
GRANTED FOR REST AND RELAXATION; 

(3) THAT NO MORE THAN TWO YEARS OF ACCRUED 
LEAVE BE PERMITTED; AND 

(4) THAT PAY ENTITLEMENTS OWING TO ACCRUED 
LEAVE BE GRANTED TO THOSE OFFICERS WHO FOR ANY 
REASON LEAVE POLICE SERVICE. (p. 86.) 

Recommendation No 12 THA 
LEAVES OF ABSENCES FOR AT T MUNICIPALITIES PROVIDE 
MILlIARY SERVICE, FORMAL E~T THE FOLLOWING REASONS: 
AND EMERGENCY AND. SICKNESS AND Ti~~UR~RSONAL GROUNDS, 

• (p. 91.) 
Recommendation No 13 THAT 
OFFICERS WITH A LiFE INSURAN~NICIPALITIES PROVIDE POLICE 
EQUIVALENT TO THEIR ANNUAL A PlAN. APP,ROXThIATELY 

S lARY. ~P. 92.) 

Recommendation No 14 THAT 
OFFICERS A FULL C~VERAGE HEAMUNICIPALITIES PROVIDE POLICE 
TAL, SURGICAL AND MEDICAL LTH/ACCIDENT PLAN FOR HOSPI: 

, EXPENSES. (P. 93.) 
Recommendation No 15 THAT 
OFFICERS WITH INDIVIDUAL LIAMUNIC~PALITIES PROVIDE POLICE 
COVERING THE INSURED AGAINSTBILITY INSURANCE POLICIES 
IMPOSED BY LAW BY REASON OF F~~~~ BY REASON OF LIABILITY 
BATTERY, AND FALSE IMPRISONMEN ARREST, ASSAULT AND 

T. (p. 95.) 
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Recommendation No. 16 THAT THE MUNICIPALITY CONSIDER 
THE FOLLOWING IN THE ESTABLISHMENT OR REVISION OF A 
RETIREMENT SYSTEM FOR POLICE OFFICERS: 

(1) PROVIDE FOR MUNICIPAL OR STATE RETIREMENT 
AND SOCIAL SECURITY; 

(2) OFFICERS BE PERMITTED TO RETIRE AT COMPLE­
TION OF 25 YEARS AND COMPELLED TO RETIRE AT AGE 65; 

(3) THAT EXTENSIONS BEYOND COMPULSORY RETIREMENT 
BE MADE ONLY WHERE ABSOLUTELY NECESSARY AND THAT THEY 
BE MADE ON A YEAR-TO-YEAR BASIS; AND 

(4) OFFICERS NOT BE PERMITTED TO RETIRE WITH FEWER 
~HAN TWENTY-FIVE YEARS SERVICE. (p. 107.) 

Recommendation No. 17 THAT MUNICIPALITIES SEEK CANDIDATES 
FROM A WIDE GEOGRAPHICAL BASE AND NOT RESTRICT EFFORTS TO 
THEIR.OWN JURISDICTIONS. (p. 114.) 

Recommendation No. 18 THAT WHERE PRACTICABLE MUNICIPALI­
TIES ANNUALLY RECRUITING MORE THAN FOUR PERSONS ADOPT A 
CONTINUOUS RECRUITING EFFORT WHERE INTERESTED PERSONS MAY 
APPLY, BE TESTED, AND THEIR NAMES ENTERED ON AN EMPLOY­
}lliNT LIST FROM WHICH APPOINTMENTS MAY BE MADE. (p. 119.) 

Recommendation No. 20 THAT DEPARTMENTS RECRUIT ON A STATE­
WIDE BASIS USING A FORM OF ANNOUNCEMENT LIKELY TO YIELD A 
SIGNIFICANT RESPONSE. (p. 123.) 

Recommendation No. 22 THAT MUNIC~PALITIES PROVIDE A ONE­
YEAR PROBATIONARY PERIOD FOR ALL POLICE APPOINTEES AND 
THAT THE APPOINTING AUTHORITY BE .PERMITTED, DURING THIS 
PERIOD TO DISCHARGE THOSE OFFICERS FROM POLICE EMPLOYMENT 
WHO ARE CONSIDERED UNSUITABLE FOR PERMANENT POLICE SERVICE. 
(p. 173.) 
Recommendation No. 23 THAT MUNICIPALITIES ADOPT THE 
FOLLOWING MINIMUM STANDARDS FOR RECRUITMENT: 

An applicant 

(1) must be a United States citizen; 
(2) must hav~ attained the age of 18; 
(3) must be fingerprinted and a search made of local, 

state and national fingerprint files for disclosure 
of any criminal record; 

*If enacted by legislation. 
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'fraining 

(4) ~ust have graduated from high 
eneral EdUcation Develo ment schoo~ or passed the 

School graduation I l'P test 1ndicating high 
(5) eve , 

must £omplete a general if' 
average minimum score' n Ormat1on test with an 

(6) must possess a hei h \ 
(7) must wei h g t. etween 5'6" and 6'4". 

a PhYSicranfn proport10n to height as dete~ned b 
(8) must be eXamined by ali' y 

~nlr those applicants fo~~~s;: ~hY;ician or surgeon. 
ca , emotional or mental condit7 ree from any phys-

Versely affect perf 10n which might ad 
shall b ormance of duty -e eligible for as a peace officer 
~eclaration of medicala~iointment. The applicant's 
findings through eXaminat~tory and the physician's 
personnel file; on shall be recorded in a 

(9) must pass a ph . I 
(10) must be examin~~1~a proficiency test; 

tr' t i y a psychologist a d b 
1~ f nervous or personalit di n y a psychia-

h1b1ted; y sorders are ex-
(11) ~hall not have been convicted b 

federal government of y any state or by the 
which is imprisonment ~ crime, the punishment for 
tiary; 1n a federal or state peniten-

(12) shall be of good moral ch 
thorough background i aracter as determined by a 

(13) shall be interviewed ~;:~~ig~tion; and 
its representative to deteY .r the hiring authority or 
applicant's appearance rm1ne Such things as the 
municate. (p. 173.) ,background, and ability to com-

Recommendation No 24 
PROVIDE THE OVERALL DlRE~;ICHIEF OF POLICE ACTIVELY 
AND IF THE COORDINATION 0 ON IN TRAINING MATTERS 
ANOTHER PERSON, THE CHIEFFBTRAINING IS DELEGATED TO 
AND PROVIDE THE NECESSARY E RESPONSIBLE, ACCOUNTABLE 
FUNCTIONS. (P. 178.) GUIDANCE FOR THE TRAINING ' 

Recommendation No 2 5 THAT 
ONE PER CENT OF THEIR TOTAL POLICE ADMINISTRATORS SET 
GOAL FOR TRAINING FUNDs ANNuAL BUDGET AS THEIR 

• (P. 181.) 
R,ecommendation No. 28 . r 

REGULAR POLICE STATUS UN~ NO OFFICER BE APPOINTED TO 
PLETED A CERTIFIED BASIC HE HAS SUCCESSFULLY COM-

RECRUIT COURSE. (P. 209.) 
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Personnel 

Training 

" ,,. 

Personnel 

Recommendation ·No. 32 THAT ROLL CALL TRAINING BE IN­
AUGURATED IN LOCAL DEPARTMENTS AT AN EARLY DATE UTILIZ .. 
I.NG USEFUL TRAINING AIDS. (pc 218.) 

Recommendation No. 33 THAT ALL DEPARTMENTS ESTABLISH A 
POLICE LIBRARY WITH A VIEW TOWARD USING THE MATERI.~S 
FOR INDEPENDENT EDUCATION OF OFFICERS. (p. 219.) 

Recommendation No. 35 THAT POLICE ADMiNIST~TORS EN­
COURAGE QUALIFIED OFFICERS TO ENROLL IN SCHOOLS OF HIGHER 
EDUCATION ON A PART-TIME BASIS TO ENHANCE THEIR GENERAL , 
EDUCATioN. (p. 229.) 

Legislature 

Recomme,ndation No. 21 THAT THE LEGISLATURE AUTHORIZE 
MUNICIPALITIES TO APPOINT MUNICIPAL POLICE OFFICERS AT' 
THE AGE OF EIWHTEEN. (P. 128.) 

Recommendation No. 26 THAT THE LEGISLATURE ENACT LAW 
ENFORCEMENT TRAINING LEGISLATION PROVIDING FOR A COUN­
CIL AND AN EXECUTIVE DIRECTOR. (p. 194.) 

Recommendation No. 27 THAT A CENTRAL AGENCY BE ESTAB­
LISHED FOR THE ADMINISTRATION OF STATEWIDE POLICE TRAIN­
ING ACTIVITIES. (p. 197.) 

Recommendation No. 36 THAT THE LEGISLATURE DECLARE THE 
ADMINISTRATION OF MUNICIPAL LAW ENFORCEMENT TO BE NECES­
SARY TO THE HEALTH, SAFETY AND WELFARE OF THE PEOPLE OF 
THE STATE OF' MAINE AND ENACT THE LAW ENFORCEMENT TRAIN-
ING COUNCIL ACT AS CONTAINED IN APPENDIXES I and J. (p. 237.) 

Maine Law Enforcement Council 

Recommendation No. 19 THAT THE MAINE LAW ENFORCEMENT 
TRAINING COUNCIL CONDUCT CONTINUOUS RECRUITING OF IN­
DIVIDUALS FOR POLICE SERVICE AND THAT THE NAMES AND 
CREDENTIALS OF QUALIFYING CANDIDATES BE MADE AVAILABLE 
TO DEPARTMENTS. (p. 121.) 

----------------" 
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Training 

Recommendation No ~9 THAT TH 

~~~;i~GB~FE~~~:~D AS.A CE:T:!~T:A~~~i~~ :g:n~ IN 
POLICE RECRUITS. (P. 211.) 

Recommendation No 30 THAT 
BE CONDUCTED DURING A CALEND1:~~AS!C RECRUIT CLASSES 
SPACED THROUGHOUT THE AND THAT THEY BE 
MER MONTHS. (P. 211.)YEAR AVOIDING BOTH WINTER AND SUM-

Recommendation No 31 THAT 

~p~~ ~E~S~~~~N~~F~~.~~~f~~i~~NC~~~~V:: 
Recommendation No 34 THAT r 

ESTABLISHMENT OF SPEC rHE COUNCIL NOT CONSIDER THE 
BY OTHER AGENCIES OR i~i~~~TiOO~SSE(S THAT CAN BE PROVIDED 

,'. p. 222.) 

Theories, prinCiples, and practices which 
are suggested in this 

study take into consideration due regard for 
practical approaches to the 

content of the study. 

At a meeting of the Maine Municipal Police Training Council in 
Augusta at State Police Headquarters 

on August 13, 1968, the council 

adopted this report with one exception. 

They votf~d not to accept Recomme~dati N 
on o. 21 THAT THE LEGISLATURE 

AUTHORIZE MUNICIPALITIES TO AP 
POINT MUNICIPAL POLICE OFFICERS AT THE 

AGE OF EIGHTEEN. 
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CHAPTER II 

POLICE PERSONNEL AND TRAINING FUNCTIONS: 
INTRODUCTION AND METHODOLOGY 

It is the purpose of this study to provide information pertaining 

to certain personnel and training practices among all Maine municipal 

police departments having at least one full-time paid employee. 

This study explores the nature of these personnel and training 

practices. It describes aspects of personnel administration, working 

conditions, fringe benefits, and employee performance evaluation; 

recruitment, examinations, placement and probation; employee training; 

and considerations in tortious acts of the police. Throughout the 

discussion, programs for improving the overall quality of existing 

police personnel and training are emphasized. It is, therefore, a 

descriptive study designed to explain existing personnel and training 

practices and how to improve the~. 

The recommendations of this study should enable the Maine Municipal 

police Training Council to plan for the development of a state-wide 

legislatively authorized system for the establishment and administration 

of selection and training standards for municipal law enforcement 

officers. The recommendations given, however, should not be considered 

as all lnclusive. 

Introduction 

The effectiveness of our municipal law enforcement agencies 

depends upon the competence of their personnel. 

I' 

1 
J 

----------_.!. 

It is impossible to separate the perf 
ments from the abilities of their ormence of local gover-
not self-executing hi h personnel. Ordinances are 
no other service of lo~a~ays are not self constructed, and 
it is planned, directed an~o~:I~ment d h:s meaning ex.cept as 
these things are done well vere, y the people. If 
poorly the f t d ' communit~es may thrive" if 
facili~ies a~luprle emiand1may outstrip all service~, all 

, ann ng. . 
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This study shows that there is substantial variance in the quality 

of municipal police personnel and training i n the State of Maine. Law 

enforcement personnel appear to meet their difficult responsibilities 

with determination and devotion to duty. However, with rising crime 

rates, social unrest, and expanding I' po ~ce functions there is a need 

for more competent personnel. 

No person is prepared to f per orm police work on native ability 

alone. Aside from individual intelligence education 'd , , JU gment, and 

emotional fitness, an officer must re ' ce~ve extensive training before he 

can understand the t f na ure 0 police work and learn how to fulfill 

When recruits are properly select d h ' 
considerable native ability but l~ ~ ey br~ng to the job 
ience in police work I h tt e knowledge or exper-• n a sort time they t b 
to operate alone on the street ~ , ,mus e prepared 
that call for knowledge of law: ~n~er a,var~ety of conditions 
cedures, police practices and h n ord~na~ces, legal pro-
progress, they must not o~l u~an relat~ons. As they 
knowledge but also should dY a~qu~re more of the same kind of 
standing of investigativ tev~ ~p some specialized under­
detection. This will en:bl:Ct~e~ues and scie~tific crime 
liminary investigations d t to conduct ~nitial or pre-an 0 preserve vital evidence for 

1 
Municipal Manpower Commi 

Tomorrow's Cities, (New "York.' ssion, Government Manpm-rer f McGraw-Hill 19fi2) or , ., p. 20. 

it. 
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the specialists who will assist them on difficult cases.! 
, 

Training it can be :said "is one of the most important means of upgrading 

the services of a h!unicipal/ police department. ,,2 

Methodology 

An attempt to d,etermine existing sources of information regarding 

Maine municipal police revealed a dearth of material. 

In an attempt to secure complete information the Maine 'Register was 

used as a reference to assure that all Maine municipalities having a 

population of 1,000 persons or over were queried. For a H.sting see 

Appendix A. A questionnaire was then formulated to determine primarily 

whether these municipalities had at least one full~time paid police 

employee. (See Appendix B.) Fo~ this study an organized police depart~ 

ment is referred to as one having at least one full-time paid officer. 

After deciding what information was sought an extensive C/,uesdon-

naire was devised to solicit data from the organized police departments. 

(See Appendix C.) 

!Winters, "Recruit and In-Service Training: A Must," Speech 
delivered to the First Annual Southe'rn Institute for Law Enforcement. 
The Florida Institute for Continuing University Studies, Tallaha~lsee, 
Florida, Nov. 7 - 8, 1963. 

2The President's Commission on Crime in the District of Columbia, 
"A Report of the President's Commission on Crime in the District of 
Columbia on the Metropolitan Police," (Washington: U. S. Government 
Printing Office, 1960), p. 323. 
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A list and a chart was then devised of communities wb,ich ha'~ .... organized 
departments. 

MUNICIPALITIES WITH ORGANIZED POLIC_E DEPARTMENTS 
--~~~_-_-~9~9~OR~G~AN~I~ZE~D 

Androscoggin Coun~~ 

Auburn 
Lewiston 
Lisbon 
Livermore Falls 
Mechanic Falls 
Webster 

Aroostook County 

Ashland 
Caribou 
Fort Fairfield 
Fort kent 
Houlton 
Limestone 
Madawaska 
Mars Hill 
Presque Isle 
Van BUren 
Washburn 

,Cumberland County' 

Bridgton 
Brunswick 
Cape Elizabeth 
Cumberland 
Falmouth 
Freeport 
Gotham 
Port1.md 
Scarborough 
So. Portland 
Westbrook 
'yarmouth 

J?opulation 

24,449 
40,804 
5,042 
3,343 
2,195 
1,302 

1,980 
12,464 

5,876 
4,761 
8,289 

13,102 
5,507 
2,062 

12,886 
4,679 
2,083 

2,707 
15,797 

5,505 
2,765 
5,976 
4,055 
5,767 

72,566 
6,418 

22,788 
13,820 

3,517 
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Franklin CountY., Population Penobscot County Population 

Farmington 5,001 
Jay 3,247 

Bangor 

Wilton 3,274 
Bre\\'er 38,912 

Dexter 9.009 

Hancock County 
East Millinocket 3,951 

Hampden 2,392 

Bar Harbor 3,807 
Howland 4,583 

Bucksport 3,466 
Lincoln 1,362 

Ellsworth 4,444 
Mattawamkeag 4,541 

Mount Desert 1,663 
Millinocket 945 

Southwest Harbor 1,480 
Newport 7,453 

Stonington 1,408 
Old Tow 2,322 

Orono 8,626 
8,341 

Kennebec Counll Piscataquis County 

Augusta 21,680 
Gardiner 6,897 

Dover-Foxcroft 

HalloweLi. 3,169 
Milo 4,173 

Oakland 3,075 
2,756 

Waterville 18,695 
Sagadahoc County 

Winslow 5,891 
Winthrop 3,537 

Bath 
Richmond 10,717 

Knox County-
Topsham 3,818 

Somerset County 

2,185 

Camden 3,988 
Rockland 8.769 
Thomaston 2,780 

Fairfield 
Madison 5,829 

.!4!!..~ County 
Pittsfield 

3,935 

Skowhegan 4,010 
7,661 

Boothbay Harbor 2,252 Waldo County 
Damariscotta 1,093 
Waldoboro 2,882 
Wiscasset 1,800 

Belfast 
Searsport 6,140 

1,838 

Oxford County. Washington County 

Dixfield 2,323 
Fryeburg 1,874 

Baileyville 

Mexico 5,043 
Calais 1,863 

Norway 3,733 
Eastport 4,223 

Paris 3,601 
Lubec 2,537 

Rumford 10,005 
Machias 

2,684 
2,614 
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York County 
population 

Biddeford 
Eliot 
Kennebunk 
Kennebunkport 
Kittery 
North Berwick 
Ogunquit 
Old Orchard Beach 
Saco 
Sanford 
Wells 
York 
York Beach (within town of York) 

19,255 
3,133 
4,551 
1,800 

10,689 
1,800 
3,500 
4,580 

10,51.5 
14,962 

3,528 
4,663 

To gain support for this study among police administrators seven 

regional meetings were held to further acquaint police department heads 

with the purpose of the proj ect. At these meeti.ngs the Maine Municipal 

police Questionnaire (listed as Appendix C) was distributed to those 

attending and was used as a frame of reference and point of departure 

in discussing the maj or areas of interest, namely, police pe.rson
ne1 

and 

training. Attendees were then asked to complete the questionnaire and 

return it by mail. 

This same questionnaire was mailed to the police chiefs in com-

munities that did not send representatives ~o the regional meetings. 

In an additional attempt to solicit support for the study among 

police chiefs, the author addressed the Maj.lle Chiefs of police Assoc­

iation meetings in october and in January, exp1ain.ing the purpose of 

the study a.nd the need for cooperation in obtaining the answers to the 

questions sought in the questionnaire. 

After receiving 36 per cent of the questionnaires, letters were 

then sent to police administrators to agai,n ask them to complete and to 

15 

return the questionnaire o As a final attempt to have questionnaires 

returned, telephone calls were placed to police chiefs in 18 communities. 

On January 10, 1968 all questionnaires were returned. 

Another questionnaire was sent to attorney gen~ra1s or to executive 

directors (in states having a!? authorized Police Training Commission) 

in the other 49 states to derive information pertaining to po1lce 

training legislation in their states. (See Appendix 'D.) 

Visits were made to the New Jersey P01ice Training Commission and 

to the Connecticut Municipal Police Training Council to consult with 

the executive directors. Inq i i u r es were sent to all other executive 

directors in states having a Police Training Council. 

Contacts were made with the International Associa~ion of Chiefs of 

Police; the International City Managers Association; the National League 

of Cities; the Office of Law Enforcement Assistance, U. S. Department 

of Justice; the American Bar Association; the Science Information 

Exchange Smithsonian Institution; the Fraternal Order of Po1~ce; the 

Federal Bureau of Investigation, U. S. Department of Justice; and num­

erous police consultants, research organizations, and colleges and 

universities having law enforcement curricula., 

Selected literature was reviewed which dealt with the general area 

of personnel and training. 

I 
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CHAPTER III 

ASPECTS OF GENERAL PERSONNEL ADMINISTRATION 

administration is a broad subject i,nvolving General police personnel 

the planning, organization, direction, and external activities of a 

. too broad and the practices too . The subJ·ect, however, ~s department. 

an adequate assessment in this chapter. diversl\:! in Maine to present 

The aspects of general personnel administration discussed in this 

': ill bQ confined to selected chapter w " components; namely, general principles 

i tion numerical and authorize o{ organ za , d strength, incidence of personnel 

, of service of police officers, policy on employee t~rnover, age and length 

organization, residency, and performance eva ua on. 1 ti These aspects were 

upon the recruitmant and retention of selected as all bear directly 

police officers--a critica many of the organ-1 and important factor among 

ized municipal departments. 

General Principles of Organization 

The basic decision-making body for personnel programs is the 

A good legislative body will attempt municipal legislative body_ to vote 

the necessary legislation, approve procedures for carrying out adminis­

Ii h Policy on conditions of employment. trative matters and estab s 

will not attempt to direct personnel matters in detail. 

It 

i lit should be the The chief administrative officer of the munic pa y. 

ti No administrator individual in personnel administra on. responsible 

has authority over personnel. can function properly unless he 

i 
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Much of the police personnel work in a municipality must be done by 

the police chief ,or agency administering police services. Generally, 

the chief or police commission formulates plans and policies for the 

department subject to the approval of the chief administrative officer 

and legislative body. The chief or commission also issue orders and 

directives necessary for the accomplishment of these plans and policies. 

They are often, more familiar with employees and the needs of their 

department than the requirements of personnel matters. 

Every municipality should have an agency or municipal officer 

specifically assigned to perform the personnel function. In establish-

ing an agency to perform personnel acti~'ities the size of the munici-

pality and the number of employees to which the agency administers are 

some of the factors to be considered. The International City Managers 

Association has suggested that there is a need for a separate personnel 

agency in cities with a population of over 50,000 and in cities which 

employ more than 500 persons. 1 If this criteria were used in Maine only 

one municipality would qualify 
namely, the city of Portland. 

In any event there is A need for central direction of the personnel 

program. One of the most important responsibilities of the personnel 

program is the search for better personnel policies and methods. Per~ 

sonnel research has been responsible for all the advances in testing 

and evaluation of personnel. It is essential, however, that an operat-

ing police department the size of those in Maine not be burdened with 

this kind of responsibility. 

lInternational City Managers Association, 'Municipal 'Personnel 
Administration, 1960, Chicago, The Association, p. 23. 
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~e following activities usually.constitute the personnel function: 

, ; I.' The classification of positions; 

2. The preparation and administration of a standard pay plan 

which provides for equitaole salaries and wages and for salary 

increases on the basis of satisfactory performance of duties, 

(such a plan must be closely integrated with the classification 

plan); 
3. The selection of employees for entrance to and promotion 

in the classified. service (This may not beappH.cable in all 

jurisdictions.); 

4. The administration of a system of employee evaluation 

designed to measure performance on the job as a partial basis for 

salary increases, promotion, lay-off, and disciplinary actions; as 

a method of improving employee performance; and as. a means for 

testing the effectiveness of the recruitment process; 

5. The control of personnel transactions relating to con-

ditions of service, such as vacations, sick leave, leaves of 

absence, attendance, salary increases, promotions, demotions, 

transfers, etc., 

6. The review of appeals (relating to the discipline by 

suspension or discharge of employees); 

7. The development of a sound program of ~mployee relations 

including health, safety, grievance, and counseling activities; and 

8. The development of sound records, forms, and procedures 

for carrying on personnel processes. 
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To do this properly requires an effort and level of general per~ 

sonnel administrative ability which a police department may not be able 

to provide. 

Table 1 shows the b num er of Maine departments which use a centrally 

administered municipal approach t o personnel administration and those 

which do not. 

TABLE 1. MUNICIPALITIES WHIC 
POLICE FERSONNEL ADMINISTRA~I~~ILIZE CENTRAL AND NON-CENTRAL 

Population Number of Central 
group municipalities municipal 

Departmental 
administration 

in grouo* administration 

1- 2,500 22 (20) J.8 2 
2,501- 5,000 39 (36) 34 2 
5,001-10,000 20 (20) 19 1 

10,001-15,000 9 (9) 5 4 
15,001-20,000 3 (3) 2 1 
20,001·-25,000 3 (3) 3 
25~001-50,000 2 (2) 1 1 
5(1,000 & over 1 (1) 1 

Total 99 (94) 83 11 

*Number in parenthesis i ndicates number of respondents in 
class. 

Eleven departments d o not utilize central personnel practices. It 

is unreasonable for the 11 d sma er epartments to have this function. 

Better personnel administration would result if the municipality had a 

municipal officer specifically assigned this task. 
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Numerical a.nd Authorized Strength 

If a municipality has or desires a police force the question then 

arises as to the number of per~ons needed and how the number is calculated. 

It might be possible to provide a sufficien·t number of policemen in 

order to prevent unlawful activity by the mere pres€!nce of' a large 

police force. By the same token, there would be a point where the cost 

of' providing such police coverage would exceed the loss .of property and 

unlawful activity, this coverage was designed to prevent. Obviously, 

responsible police and municipal administrators seek to find that point 

of optimum numbers of police to provide adequately the services the 

community desires and should have. 

The chief of police may be the person best qualified in the munic-

ipa1i.ty to assess the police personnel needs. He should substantiate 

his requirements with ~rime statistics and with other data.' To in~rease 

hi's force he must be able to shoW that'his r~quest will reduce crime 

rates or provide a greater or expanded service hitherto not effected. 

There may be some relationship between the number of police employed 

and the extent of criminal activity in a jurisdiction but it may not be 

a simple, direct, and easily calculated relationship. Several factors 

are important to an understanding of how difficult it is to compare 

numbers of police to crime rates. Industrial communities with a 

heterogeneous population may nave more crime and require more policemen 

than a residential community with a homogeneous population. Understand-

-ably in residential communities the police can devote more time to pre-

21 

ventive work, to publi.c relations and i . '" commun ty betterment projects, 

and to services for resident"s h , w He the police iil industrial hetero-

genious communities must spend a substantial part of their effort 

attempting to reduce the t f ex ent 0 unlawful activity and in preventing 

violence and excesses. 

on w c to base an estimate of the re-There are many criteria hi h 

quired number of full-time police department employees. Such factors as 

area, population, topography, and other geographical characteristics 

are to be considered. Rivers, lakes, an ocean, are other factors. The 

composition of motor, petestrian, air, and marine traffic are of import-

ance to the control of traffic and the patrol and investigative functions. 

The number, direction, and uses of streets are important as well as the 

nature of the vehicular traffic on h t ese streets in determining police 

personnel needs. The i it f prox m y 0 another municipality and the size of 

its police force is a further consideration. 

These factors are physical conditions whl.'ch are known to exist. 

Based upon them, the number of personnel to provide adequate service 

can be reasonably well assessed. Th e problems these factors present are 

predictable to a degree and plans can be made to meet them. Some police 

problems, however, do not lend themselves to such an easy appraisal of 

personnel needs. These are problems dealing ~V'ith the types of criminal 

were possible trouble and activity present in a community and places h 

xamp es 0 such places are saloons, pooi violence may take place. Elf 

o ave a high incidence of crime. rooms, and certain other places known t h 

'There are certain types of ill 1 ega conduct which the police may not 

be able to prevent. Most murders and suicides are of this type, as are 
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many cases of rape and manslaughter. Crimes conunitted in a domestic or 

family situation are rarely prevented by the police. Crimes arising 

from mental disorders may not be prevented easily. Sex crimes, too, are 

difficult to thwart. 

The ethnic, racial, age, and marital compositions of a municipal­

ity's population may directly affect numbers of police needed. Needless 

to say, there are many and varied factors affecting the desired and re~ 

quired personnel strength of a police force. 

For a manpower study of all Maine municipal police departments only 

cursory generalizations may be made regarding some of the principles upon 

which to base an evaluation of need or desirability. Each municipality 

is different froll., ,'.1,other. Each has its own peculiarities. Each must 

consider its own situation. 

Table 2 shows the actual number of full-time paid police department 

employees in Maine Municipalities. 

TABLE 2. ACTUAL NUMBER OF FULL-TIME PAID POLICE DEPARTMENT ~LOYEES 

Population Number of Total number of 
group municipalities employees by 

in group* groups 

1- 2,500 22 (22) 30 
2,501- 5,000 39 (39) 118 
5,001-10,000 20 (20) 120 

10,001-15,000 9 (9) 118 
15,001-20,000 3 (3) 71 
20,001-25,000 3 (3) 105 
25,001-50,000 2 (2) 137 
50,001 & over 1 (1) 148 

-
Total 99 (99) 847 

--
*Number in parenthesis indicates number of respondents in class. 
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A total number of 847 sworn and non-sworn personnel perform regular full­

time work for police departments. 

Table 3 exhibits the number of full-time paid civilian employees. 

TABLE 3 NUMBER OF FULL-TIME PAID CIVILIAN EMPLOYEES 

Population Number of Total number 0 group municipalities full-time 
in group* civilians by 

sn:oup 

1- 2,500 22 (13) 4 2,501- 5,000 39 (20) 10 5,001":10,000 20 (17) 3 10,001-15,000 9 (9) 16 15,001-20,,000 3 (2) 4 20,001-25,000 3 (2) 2 25,001-50;000 2 (2) 21 50,001 & over 1 (1) 45 -
Total 99 (66) 85 

I -
*Number in parenthesis indicates number of res­

pondents in class. 

f 

As there are a total number of 85 civilian employees, a comparison of 

Tables 1 and 2 indicates that there are 762 sworn municipal police 

officers in Maine. 

'l'able 4 portrays those departments operating below authorized 

personnel strength. 
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TABLE 4 OPERATING BELOW AUTHORIZED PERSONNEL STRENGTH POLICE DEPARTMENTS 

Population Number of Operating Not operating 
group municipalities below below 

in ...&.rol.!Jl* stren..,&th strength 

1- 2,500 22 (22) 10 12 
2,501- 5,000 39 (39) 8 31 
5,001-10,000 20 (20) 8 12 

10,001-15,000 9 (9) 5 4 
15,001-20,000 3 (3) 3 . 
20,001-25,000 3 (3) 2 1 
25,001-50,000 2 (2) 2 
50,001 lie over 1 (1) 1 

Tota~. 99 (99) 36 63 

*Number in parenthesis indicates number of respondents in class. 

are currently operating below As over one third of the departments 

h a questio~ is naturally raised as to whether authorized personnel strengt 

this situation is unusual. 

departments which usually operate be10~ Table 5 points out those 

authorized personnel strength. 

ARTME~~S WHICH USUALLY OPERATE BELOW AUTHORIZED TABLE .5 POLICE DEP III'" 

PERSONNEL STRENGTH 

Population Number of Usually operate Usually do not 
group municipalities below operate below 

in ..s.rol,ill.* stren..&.th stren..&,th 
1- 2,500 22 (21) 10 11 

2,501- 5,000 39 (39) 9 30 
5,001-10,000 20 (20) 6 14 

10,001-15,000 9 (9) 3 6 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (3) 1 2 
25,001-50,000 2 (2) 2 
50i 001 lie over 1 J.11 1 
Total 99 (98.1 31 67 --

*Number in parenthesis indicates number of respondent s in class. 

-... '~ - ...... -------~-~--.. -

I 
I 
1 
f 
! , , 

I 
.J 

25 

Nearly one-third of the departments indicated that they usually operate 

below authorized personnel strength. When operating below authorized 

personnel strength is a normal condition a logical question is how many 

people are needed t,o bring the understrength departments to full strength. 

Table 6 shows the number of full-time personnel nel~ded to bring 

understrength departments to full authorized strength. 

TABLE 6 ADDITIONAL FULL-TIME PERSONNEL NEEDED TO BRING 
UNDERSTRENGTH DEPARTMENTS TO FULLY AUTHORIZED STRENGTH 

= 
Population 
group 

1- 2,500 
2,501- 2,500 
5,001-10,000 

10,001-15,000 
15,001-.20,000 
20,001-25,000 
25,001-50,000 
50,001 lie over 
Total 

Average 

Number of 
municipalities 
in ~ro~* 
22 (10) 
39 (8) 
20 (8) 

9 (5) 
a ~ (0) 
:r (2) 
2 (2) 
1 (11 

99 (36) 

Officers group 
average 

1.9 
2.4 
1.6 
2 
o 
2 
5.5 

10 

2.3 

*Number in parenthesis indicates number of respondents in class. 

The average number of men needed to bring each of 36 departments up to 

authorized personnel strength is 2.3. This means that among thEl 36 

departments approximately 83 more men are needed to reach authorized 

strength. To put it another way the entire sworn municipal police force 

in Maine is operating at 10 per cent below authorized strength. 

Such figures show that there must be a problem in recruiting new 

men lmd in retaining others if so many departments cannot satisfy their 

personnel demands. This is one possibility. The other possibility is 

that the authorized strength is not appropriate. 
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This section of the chapter will not attempt to explain this under-

strength situation. Other portions of the work, however, will attempt 

to identify some of the possible reasons for it. 

Being understrength in personnel and seeking ways to reach author· 

ized personnel levels is not a complete appraisal of the entire person­

nel situation. Many police administrators indicate that they n~ed more 

.department employees to perform their mission adequately. 

Table 7 portrays the number of police administrators who contend 

that the authorized strength of their departments should be increased. 

TABLE 7 POLICE ADMINISTRATORS INDICATING THAT THE AUTHORIZED 
STRENGTH OF THEIR DEPARTMENTS BE INCREASED 

population Number of Should be Should not 

municipalities 
.. 

group increased be 

in group* increased 

1- 2,500 22 (22) 16 6 

2,501- 5,000 39 (39) 32 7 

5,001-10,000 20 (20) 19 1 

10,001-15,000 9 (9) 9 0 

15,001-20,000 3 (3) 3 0 

20,001-25,000 3 (3) 3 0 

25,001-50,000 2 (2) 2 0 

50,001 & over 1 (1) 0 1 

Total 99 (99) 84 15 

*Number in parenthesis indicates number of respondents in class. 

The number of chiefs contending that they desire more manpower is sig-

nificant. Over 80 per cent of the department heads indicate they de-

sire more help to perform their mission well. 

Table 8 shOWS the number of police officers desired above current 

authorized personnel stren.gth levels. 

TA!~~H~iIZ~:::SOONNFP ELOLICE OFFICERS DESIRED ABOVE 
STRENGTH LEVELS 

~~. 

Population Number of Officers 
group municipalities (Group average) 

in group* 

1- 2,500 22 (15) 1.9 
2,501- 5,000 39 (29) 1.4 
5,001- 10,000 20 (19) 3.1 

10,001- 15,000 9 (7) 2.3 
15,001- 20,000 3 (2) 4 
20,001- 25,000 3 (3) 6.7 
25,001- 50,000 2 (2) 8 
50,001'& over 1 (0) 0 

Total 99 (77) 
Average 2,7 

*Number in parenthesis indicates number of 
respondents in class. 
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An average of nearly three additional officers are desired in 77 depart-

ments to provide adequate police service. In terms of numbers, 208 more 

municipal police officers ar did e es re above current authorized personnel 

strength. 

Police depa t r ments are currently operating h t en at 28 per cent 

below desired personnel strength. 1 

1 Figure obtained by adding 
strength (83+208) then by dividing 
desired strength (1053). 

Such a figure is significant. 

actual understrength to desired 
the sum of these two figures by the 
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Incide'.ilce of Personnel Turnover 

The relationship between the number of personnel regularly employed 

and those who leave police service may be expressed as a turnove't' ratio. 

The ratio can be computed for a specific period of time, that is, monthly, 

quarterly, or annually. In a police department with an average of 100 

personnel, if 20 officers leave the force for all reasons during a year 

the annual turnover rate for the department would be 20. Expressed as 

an equation this is: 
Number of officers leaving police servic1e 

Number of officers employed x 100 

or 

20 100 x 100 = 20 

To raise a turnover rate certain practices may be employed. Retire-

ments may be encouraged and inefficient or incompetent officers may be 

discharged. 
To lower a turnover rate, incentives to po,lice service and recruit-

ment may be expanded. Promotional opportunitunites may also assist in 

the effort. 
Germann, a police authority, has noted that if the rate is under 

five the police force may be in danger of stagnation. He also noted that 

if the rate is over fifteen, the agency may be in danger of ,losing a sub­

stantial personnel investment which could prove disastro
us

•
1 

1A. C. Germann, police Personnel Management, Springfield 

Thomas,1958, p. 162. 
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Table 9 shows the number of police officers leaving police service 

and the turnover rates for 1964 th rough 1966~ 

TABLE 9 NUMBER OF OFFICERS LEAVING POLICE SERVICE AND TURNOVER RATES* * 

Population Number of Years Average Average 
group municipalities number of Percentage 

in group* Officers 

1- 2,500 22 (9) 1964 1.3 49 
1965 1.7 65.4 
1966 1.6 55 

2,501- 5,000 39 (19) 1964 1.1 33 
1965 1.6 32.1 
1966 1.3 .39 '-

5,001-10,000 20 (10) 1964 2.3 10.5 
1965 2.7 36.7 
1966 2.2 2.9 

10,001-15,000 9 (7) 1964 5.3 14.7 
1965 3.6 10.4 
1966 4 17.3 

15,001-20,000 3 (3) 1964 1 1 
1965 2 2 
1966 4 2 

20,001-25,000 3 (3) 1964 2.5 6 
1965 4 
1966 1.3 

25,001-50,000 2 (2) 1964 5 8.5 
1965 5 8.5 
1966 5.5 10 -

50,001 & over 1 (1) 1964 6 5 
1965 7 6 
1966 9 8 

Total 99 (54) 
Average 1964 1.9 27.5 

1965 I 2.5 33.7 
1966 2.4 33.2 -

*Number in parenthesis indo **Does not include ~cates number of respondents in class. 
bationary period. officers who left polic~ ser i d v ce uring a pro-

The average turnover rate among 54 departments for three years is 

31.5. This rate is excessively high d an may present a problem for these 

departments. 
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Tbe average number of officers appearing upon an eligible list (a 

list upon which the names of officers appear who have completed all 

requirements for selection) among 53 responding departments, however, 

was 2.9 or roughly 154 officers. This should have been sufficient to 

meet the needs owing to turnover. A three-year average of 2.3 officers-

left police service among 54 departments. From these figures ·repre-

sented, departments should have no difficulty filling vacancies. 

Th~re are however several possible complicating factors. In the 

first place many officers before actually being appointed may seek or 

otherwise select other employment. Another possibility is that many 

officers may not complete their probationary period. Iln 44 departments 

patrolmen may be dismissed from the pro'bationary period without the 

department showing cause (See Table 84). A third possibility is that 

many officers may find police service unacceptable to them. Significant-

ly, the average length of service of Maine police officers was noted to 

be 6.4 years among 85 responding departments. (See Table 12.) This 

fact also shows that men do leave police service frequently. 

Table 10 indicates the reasons police officers left law enforce~ 
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In ana~yzing the reasons given for offic~rs leaving police service it 

must be understood that more than one reason could be offered. The 

greatest number of reasons given. for leaving police service was low pay 

in their departments. 
Given the high turnover rate among some Maine,municipal departments 

one can assume that unless the trend is reversed these departments and 

the municipalities they represent may be in serious trouble. The 

problem is how to provide enough incentives to make police employment 

an attract:l.,ve careet' while at the same time increasing the recruitment 

effort. 

Age and Length of Service as Factors in the Evaluation 

In any appraisal of personnel administration it is important to 

know the average age of em~loyees and their average length of on-the-

job service. First, the average age factor will indicate how much more 

service can be expected of employees before retirement; and how many 

more years of service may be expected of them before thought must be 
'0, • 

given to replacements. Second, the average length of on-the-job 

service indicates how long, generally, new employees may be expected to 

remain on the job. If that average'length of service is a short time 

several reasons may be given for it. However, .two principle categories 

of reasons are significant. These are disatisfaction with present 

employment and/or expectations of better prospects elsewhere. 
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Table 11 shows t' ne average age of Municipal police officers. 

TABLE 11 AVERAGE AGE OF MUNICIPAL l:'OLICE OFFICERS 

Population Number of Average ages 
group municipalities by group 

in Q:rouD* 
1- 2,500 22 (22) 40.8 

2,501- 5,000 39 (39) 38.4 
5,001.-10,000 20 (20) 36.9 

10,001-15,000 9 (9) 34.6 
15,001-20,000 3 (3) 38.4 
20,001-25,000 3 (3) 36.8 
25,001-50,000 2 (2) 39.1 
.50...1. 001 & over 1 (1) 37 
Total 99 (99) 

Avera£e 37.4 

*Number in arent . 
p hes1s ind1cates number of respondents 

in class, 

The average age of police officers for the state is approximately 37 

years. This is a young age and could mean that the municipalities may 

be able t o use their services for several more years. 

However, Table 12 shows that the average length of service of police 

officers is relatively short. 

TABLE 12 AVERAGE LENGTH OF SERVICE OF POLICE OFFICERS 

Population Number of Average length 
group municipalities of service 

in grOuD* 
1- 2,500 22 (14) 6029 

2,501- 5,000 39 (35) 5.11 
5,001-10,000 20 (18) 12.6 

10,001-15,000 9 (9) 6.56 
15,001-20,000 3 (3) 15 067 
20,001-25,000 3 (3) 10.3 
25,001-50,000 2 (2) 12 
50~001 & over 1 (1) 13 
Total 99 (85) 

Avera2e 6.44 

*Numbe in class. r 1n parenthesis indicates number of respondents 
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Just: over six yeats service in a municipality is hardly that length of 

service most municipalities should desire from their police officers. 

In this few number of years service the officer is probably just 

becoming proficient. 

Re~idency 

Residency requirements demand that police personnel 1i1e in a 

stated jurisdiction for a specified period of time. Many ar\2 pre-

employment conditions requiring a certain period of residence within a 

jurisdiction before application may be submitted. Other residency 

requirements demand that the police officers live within a jurisd:i.ctio
n 

at the time of appointment or at the conclusion of the probationary 

period. 
A major deterrent to recruiting is a restriction on the residency 

of the applicants. A 1961 survey by the International Association of 

Chiefs of police revealed that na~ionwide nearly 75 per cent of the 

responding departments had pre-service residency requirements varying 

from six months to five years.
1 

The origin of the requirements can be traced to depression times 

when employment was scarce and murdcipalities attempted .to give job 

2 
preferences to local residents. 

1George W. O'Connor,. Survey of Selection Methods,. Washington 

International Association of Chiefs of police, 1962, p. 40. 

2Federal BureaU of Investigation. police Management 
Recruitment and Selection of Personnel. FBI Law Enforcement Bulletin. 
Washington. U. S .• Department of Justice., FBI Act 1966., p •. 16. 
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As some police departments are having d ifficu1ty obtaining qualified 

persons these residence requirements serve only as stumbling blocks to 

pod select~on. Nearly all police the effort of recruiting experts are 

calling for the removal of th . ese residency requirements: 

Pre-employment residence i required of candidates fo . t n the. conununity should not be 
applicants from whom the ~01t reduce~ the number of qualified 
Qualified young men who a s p~omiS1ng may be selected. 
small communities and r r~ res dents of other cities or of 
opportun~ties in their lura larea~ often lack attractive 
. t oca po11ce servo d 1n erested in service in the d 1ce an are frequently 
Local residence denies th epartments of a larger community 
r mi i e community the 0 • 1,lro s ng candidates who' pportunity to recruit 
quality of leadership 1 ~~y, 1n some instances, provide a ac ng among local applicant~. 1. 

ar ments, however, have ordinances or rules Few Maine dep t that 

prohibit employment of persons who are not legal residents of the 

specified jurisdiction. Table 13 show th . s e number of municipalities 

resi ence and the jurisdiction in which it may requiring pre-employment d 

be fulfilled~ 

TABLE 13 MUNICIPALITIES JURISDICTION IN WHICH IRETQUIRING PRE-EMPLOYMENT RESIDENCE AND THE 
MAY BE FULFILLED 

Population Number of Pre-emElovment residence 
group municipalities Reauired N 

in group* State Local ot required 

1- 2,500 22 (12) 3 9 
2,501- 5,000 39 (32) 2 30 
5,001-10,000 20 (20) 20 

10,001-15,000 9 (9) 1 8 
15,001-20,000 3 (3) 1 2 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 
50 .... .001 & over 1 (1) 1 
Jotal 99 (82) 3 4 75 

*Number in . parenthesis 1ndicates number of respondents in class. 

~ .l 1 , O. W. Wilson, Police Ad . 
! McGraw-Hill,1963, m1nistration 1 pc 137. -, 

2d. ed., New York: 

, 
I 
1 
f 
f 



~ : " , 

iii., ' 

36 

S
u'ch pre-employment residence are small munic­

As the seven requiring 

, i ht pa1ities serious considerat on oug 
to be given to a waiver or an 

abolition of the requirement. 
do not waj.ve the requirement. 

Three of the municipalities 
h residence requirements 

those municipalities which ave 

the waiver in their announcements. 
In recruiting, 

and do waive them should publicize , 
after appointment or at 

Municipalities ~y require local residency 

the conclusion of the probationary period. 
i hi h require police 

Table 14 sJ:lows the number of municipa1it es w c 

liv
e wH:.hin hhe jurisdiction after their selection. 

officers to 
TABLE 14 POLICE OFFICERS REQUIRED TO LIVE WITHIN THE 

MUNICIPALITY , 
Number of Required Not 

population required 
municipalities group in 2roup* 

(17) 10 7 
1- 2,500 22 

19 16 
2,501- 5,000 39 (35) 

,10 10 
5,001-10,000· 20 (20) 

7 2 
9 (9) 10,001-15,000 
3 (3) 3 

15,001-20,000 
3 (2) 2 

20,001-25,000 1 1 
25,001-50,000 2 (2) 1 
50,001 & over 1 (1) 

(89) 52 37 
Total 99 

: 

Number in parenthe 
in class. 

sis' indicates'number of respondents 

~<~ 
\ 1 

i 
! 
l 
I 

\ 
I 

\. 

I 
\ 
< , 
l 
I 
1 , 

I 
I 
I 
i 
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not require officers to live within 
There are 37 municipalities which do 

There are as many arguments for a police 
the municipality they serve. 

! 
J 

4 
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officer living within the municipality he serves as there are aga:i.nst 

his living there. The duty obligation, the housing in the area, and 

the ability to be available in eme~gencies all bear upon the issue. All 

necessary local factors must be considered in making such a decision. 

Among those 52 departments that do require police officers to live 

within the municipality, the enforcement of this provision may be at the 

time of appointlnent or at the conclusion of the probationary period. 

Table 15 points out the timing of the enforcement of the types of 

post employment residence requirementso 

TABLE 15 ENFORCEMENT OF TYPES OF P~ST EMPLOYMENT RESIDENCE 
REQUIREMENTS 

'.' 

Population Number of Time of Conclusion of 
gl"OUp municipalities appointment probationary 

in 2roup* period 

1- 2,500 22 (10) 5 5 
2,501- 5,000 39 (19) 7 10 
5,001-10,000 20 (10) 5 4 

10,001-15,000 9 (7) 4 3 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (2) 2 
25,001-50,000 2 (1) 1 
50,001 & over 1 (0) 

Total 99 (52) 25 24 

Other 

2 
1 

3 

*Number in parenthesis indicates number of respon~ents in class 

The timing of the enforcement of post employment residency is 

near evenly split between the types. "Other types" of post employment 

residence call for office~s to live within the municipality after having 

served specified periods of time on the force. 

Each department should attempt to attract the best persons that 



38 

can be recruited anywhere in the countryo Police and municipal 

aoministrators should take all necessary action to remove local 

residency requirements. This is consistent with a recent recommendation 

of the American Bar Association in their minimum standards for police 

recruits 0 
1 

Recommendation No.,2 THAT PRE-EMPLOYMENT RESIDENCE 
REQUIREMENTS WHICH ARE AN OBSTACLE TO EFFECTIVE 
RECRUITING, BE WAIVED OR ABOLISHED WHERE THEY EXIST~ 

Policy on Employee Organization 

Attention will be given to two types of employee organizations --

the professional and/or fraternal organizations and the formal organ-

izations whose pUl:poses are to seek collective representation.' for the 

police on personnel policy matters. 

National professional and/or fraternal organizations'such as the 

International Association of Chiefs of Police, the International Assoc-

ia~ion for Identification, the International Association of Communi-

cations Officers, the National Conference of Police Associations, and 

the Fraternal Order of Police have existed and are well known to poliee 

administrators. Though their purposes are all .slightly different the 

International Association of Chiefs of Police has in recent years mad~ 

great strides in promoting police training and in the research of po1iee 

1American Bar Association. Hi.imum Standards for Police Recruit 
Qualifications and Selections: American Bar 'Association Project on , 
Minimum Standards for Criminal.....1Y.stice Committee 'on 'the . police Function, 
September 8, 1966, rec II, p. 6. -

=.~--.---.-.. 
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personnel practices and 
standards. Their publication, The Police 

h~s wide distr:ibution and is designed 
Chief, 

to make available to its readers 
current developments in the police field. 

Table 16 indicates the percentages by 
population group of police 

officers who have membership in p li 
o ce professional and/or fraternal 

o't'ganizations. 

TABLE 16 PERCENTAGE OF POLICE 
PROFESSIONAL AND/OR FRATERNAl OORFGFANICERS WHO HAVE MEMBERSHIPS IN POLICE 

. • IZATIONS 
, 

Population 
'.-

Number of Average 2ercentages of . group municipalities 201ice officers. 
in ~rouJ)* b~ groups 

Professional Fraternal 
1- 2,500 22 (7) 41. 7 2,501- 5,000 39 (20) 47.9 

42.1 
5,001-10,000 20 (10) 76.4 

43.1 
10,001-15,000 9 (6) 51.1 

50.3 
15,001-20,000 3 (1) 75 

34.3 
20,001-25,000 3 (1) 10 

0 
25,001-50,000 2 (2) 4 

3 
50,001 & over 1 (1) 90 

1 1 

Total 99 (48) 
Average 

51.3 - 45.6 
*Number in parenthesis indicates numb er of respondents in class. 

It is nOL~a1ly the chief or the 
command personnel who are members 

of such organizations. Th h 
oug the table shows a h:f,gh percentage of 

~fficers having memberships in these organizations 
from the small depart-

ments, it must be remembered that in many f 
o these departments there are 

few men -- in ma ' ny cases as few as one o~. t .~ WOo 

half the men in a department are members f 
o professional and/or fraternal 

To say that roughly 

or~anizations is not incorrect b 
, ut as so many of the departments are 

smaller this means tbat..p..~t'haRs h 
t .er.e, .may, .. bli! . .'pnly Qne .representatiye 
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from a department or at best t}:lat only the connnand personnel. have mem-

berships. 
It is important that at least one member in each department acquires 

membership in a professional organization. By having a membership the 

organization's publications and other materials are normally forwarded. 

The distribution of such professional materials should help-keep police 

officia1fi ~urrent on certain aspects in the law enforcement field. 

The organization of police officers for the purpose of collective 

bargaining is th~ subject of much discussion and has been before and 

after the Boston police strike. Such organizations whether they are 

called unions, benevolent organizations or protective organizations, 

generally seek to (1) secure better wages and working conditions and 

promote their general welfare as a group through presentat:ton of requests 

and negotiation with municipal adndnistrators and legislative bodies and 

(2) assist in securing settlement of individual grievances relating to 

employment. 
There is some recognition of the r:I..ght of police officers to organ-

ize for their interests. This issue received considerable attentio·n in 

1958 when a union announced its intention to organize municipal police 

departments. 

Some municipalities have adopted employee relations programs based 

on a recognized right of employees to organize without fear of reprisals. 

The form of acRhow1edgment of such programs, however, has normally been 

.a tacit r~cognition or formal recognition of a police benevolent 

association. 
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Table 11 shows the number of municipal policies regarding po1ice-

men's rights to organize ffi as a 1iates of nati -1 1 ona or oca1 organizations 

or unions. 

Policies regarding right to Policies regarding permission 
organize as affiliates of of a single negotiating 
national organizations and representative of police 
unions 

b b 
'§ >j 

'rl 

1'1 'rl ~ ,~ 
4-l C/l o ~ ~ 4-l Ul 

'rl 'rl 
o Q) 

l4o\.JofC r-i "C o\.J 
'rl 

Population 
Q) 'rl 0. 0 'rl 'rl 

~~ o\.J ofC "C .j.J 

~ r~ g 0. ~ ~ 
(IJ 'rl 0. 'rl 

group 
..c~ r-i ::I ~ 'S 

!~ ,go ~ ~ 
13 iii 0 

/2 "Q) G. ,0. ~n ~ ~ 

1- 2,500 22 (16) 14 1 22 (13) r:: 8 oJ 

2,501- 5,000 39 (35) 32 1 1 
5,001-10,000 20 (20) 18 

39 (27) 18 9 
2 20 (17) 11 6 

10,001-15,000 9 (9) 8 2 9 (8) 4 4 
15,001-20,000 3 (3) 2 1 3 (3) 2 1 
20,001-25,000 3 (3) 3 1 3 (2) 1 1 
25,001-50,000 2 (2) 2 2 (2) 2 
50,001 & over 1 (1) 1 1 (1) 1 

Total 99 (89) ao 2 7 99 (73) 43 30 

*Number in parenthesis indic ates number of respondents in c1acs. 

A preponderant number f o municipalities have no formally stated 

policy regarding the right f o policemen to so organ~ze • • &. Two municipal-

ities forbid police to organize. 

The strike is the basic union weapon of employment labor relations in 

the private sector.. Wi h t out it organized employees' demands are 
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weak. Naturally, if police 'officers are formally organized then 

a strike is a potential danger unless such a practice is expressly, for-

M:lden by ordinance. 

TablelS indicates municipal policies regarding policemen's right 

'to strike. 

TABLE 18 MUNICIPAL POLICIES REGARDING POLICEMEN'S RIGHT TO STRIKE 

-- --
Population Number of 
group municipalities No policy May not strike 

in group* 

1- 2,500 22 (16) 15 1 
2,,501- 5,000 39 (37) 31 6 
5,001-10,000 20 (20) 19 1 
10~001-15,000 9 (9) 8 1 
15,001-20,000 3 (3) 2 1 
20,001-25,000 3 (3) 2 1 
25,001-50,000 2 (2) 1 1 
50,001 & over 1 (1) 1 

Total :99 (91) 78 ' . 13 

*Number in pa.renthesis indicates number of respondents in class. 

Thirteen municipali,ties eXpr,~ssly prohibit striking while 78 indicated 

they had no formally stated policy. 

It is questionable that by organizing the police can bargain witH 

municipal administrators and legislative bodies in a better. way than dan 

a competent and aggressive police administrator. There is at least orie 

example in Maine, however, where ~he police by collective bargaining 

have presented their case successfully to a municipal administratio.n. 

Hopefully,~ the police and municipal ~dministration together can~l5y 

proper ~7~search and planning, propose appropriate conditions of employ~ 
\ 

ment to make police ser.vice. an attractilla_antl .rewarding. c.~areer. i 
, ~ 
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Should' they fid1 there are 
at least two conceivable outcomes. 

First, police employment will be so 
unattractive a pursuit that few 

qualified persons would be admitted. 
Second, police may attempt to take 

their grievances into their own hands 
by any measure designed to impede 

the full and proper performance of duties. 

Performance Evaluation 

Rating a Police ff' , o ~cer s performance periodically :i.s a decision 
that must be made by th I' 

e po ~ce or municipal administrator. 

There is much literature dealing with 
the subject of evaluation 

reports, their desirability, and usefulness. 
In this work a full dis-

cussion cannot be given. 0 
ne issue is important. 

performance more and better qua1if4 ed ... persons can 

If by evaluating 

be attracted and 
retained in police service owing 

to their generally recognized usefu1~ 
m~ss, then the I' b app ~ca ility of such reports 

is justified and recom_ 
mended 0 

Perhaps the most important goal of service 
~atings is to identify 

employee effectiveness as h t e evaluator views it. 

Conscientious people l'k 
~ e to know how their work measures 

standard as it is applied in the performance 
of their duties. 

up to the 

Recrtiitl'l 
may want their performance recognized 

ratings recruits may feel that their 

and recorded. By having I'lervice 

supervisors are taking the time to 
evaluate their work and that this 

recorded effort will be useful in 
promotional procedures. 



44 

the number of departments which conduct periodic Table 19 presents 

ratings of personnel. 

T ABLE 19 DEPARTMENTS WHICH CONDUCT PERIODIC RATINGS OF PERSONNEL 

. 
Population Number of Conduct Do not conduct 
group municipali ties ratings ratings 

; in...&.rou~ ... -
1- 2,500 22 (16) 5 '11 

2,501- 5,000 39 (36) 9 27 
5,001-10,000 20 (20) 7 13 

10,001-15,000 9 (9) 4 5 
15,001-20,000 3 (3) 1 2 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 1 1 
50,001 & over 1 (1) 1 

-
Total 99 (90) 31 59 

. *Number in parenthes~s indi(!ates number of respondents in class. 

h ' d of the departments Approximately one t ~r Conduct 'some .form of periodic 

employee evaluation. 

which are used. shows the types of rating programs TABLE 20 

TABLE 20 TYPES OF RATINGS OF PERSONNEL 

-- . 
Population Number of 
group municipalities Formalized Non-formalized 

in ..&.roup* 
1- 2,500 22 (5) .3 2 

2,501- 5,000 39 (9) 9 
5,001-10,000 20 (7) 3 4 

10,001-15,000 9 (4) 2 2 
15,001-20,000 3 (1) 1 
20 001-25,000 , 3 (3) 1 2 
25,001-50,000 2 (1) 1 
50.001 & over 1 (1) 1 
Total 99 (31) 12 19 

*Number in parenthesis indicates number of res p ondents in 
class. 

j 
:~ 
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Of. these only twelve have a formal program for evaluation. These twelve 

departments all have printed evaluation forms which identify character-

istics significant to job performance. 

Figure 1 illustrates an example of such a printed evaluation form 

used for promotional purposes by the Berkeley California police depart-

mente A similar form may be adapted for use in periodic ratings of 

regular officers or in ratings of officers in a probationary status. 

The twelve Maine departments utilizing printed evaluation forms 

identify traits and characteristics such as Skill, knowledge, work 

habits, relationships with people, lear.n:i.ng capability, attitude toward 

the job, personal and phYSical fitness, ability as a supervisor, and 

administrative potential and/or ability. 

Table 21 points out t~e party responsible for evaluating personnel • 

TABLE 21 PARTY RESPONSIBLE FOR EVALUATING PERSONNEL 
: 

I I Population Number of Immediate Rating Police group municipalities supervisor team chief in groul>* 

1- 2,500 22 (10) 4 1 5 2,501- 5,000 39 (25) 1 
24 5,001-10,000 20 (15) 3 
12 10,001-15,000 9 (6) 2 
4 15,001-20,000 3 (3) 
3 20,001-25,000 3 (3) 3 25,001-50,000 2 (2) 2 50,001 & over 1 (1) 1 

. 
Total 99 (65) .16 1 48 

-*Number ~n parenthesis ind~cates number of respondents in class. 

In most cases it is the chief or the rated officer's immediate super­

Visor. In the smallest departments the immediate Supervisor, of course, 

.. 
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PERSONNEL DEPARTMENT C I TV OF BEAKD..£V 

PROMOTIONAL SERVICE RATING 
POLICE DEPARTM_E_N_T ______________________ __ 
EMPLOYEE' 5 NAME roo RAIn OF_ •.. ________ _ D4tt _____ _ 

SERVICE FACTORS 

. .ppe.r.nc., per.Oft.lity, 1 PElISOUU'lY - Do .. ,he hue the ~o,~··to eti.let .. confid.Db~. ~~ 
• r h r wh,ch he .Ult • , 'Doe. h. hue 0 J.C. ~h~I:Ublic,U:_:ubordi~:~:~~:~t.:i:r!hi:h ere ... jor ""n"Y"nc. 

'OIIlble h.b,ru"r~it~tioD to othe .. ? Or lource 0 

, II erche oeU-cOIItrol? on" 2 TDIPERAHUT· poel he h.b,tUa { ~. he ta"~ cri~icie. w. h? 
• he becOllle nctted u,nder ·Ytn:o people Illd .It\l.uoe.? Ie • 

Don h. r~pid ly I~J!'It;! i""lnia I? UI\I.lIy hr .. yet ,Ilr I 

, d inteteat ill polic .. work? !I~. 
,. I.TEIlEST - HI. ,he "hh;":'~\"r'?n .. Do .. hil iDtel.h.,t .,,:;, ODDo~: 

I. ,t 

1 
! , 
,{ 
~ 
l ;. 
) 

he 10\ll!ht to 'lIpro"" .t in .11 ph .. ea o. 11 J ' 
job? 00 •• h •• h~ ,nt.rt to OIIuide interelu? he ~ubordinlt. pollce wor I' 

h 'du.trioul' 00 .. h. II QUAUITY Of WOR.-I"OUSTk~y-l~el·h:ndu hi •• h.~e?h Doel,t
y
• 

• .lwlYI do ", ful" d.y' il;or(~e. he w .. te time? h e .11l 
orpni,.:- ,hlO tlm~p;~ducti •• leti.ity? di.erten into non· 

thoroulh' Accur.te? EHoct-
AI. 1 TY OF WO~ • PERRlRMAliCE-, 1 h~ , In i l il t i... 00 ... ho L ___ .....II..... ___ ..L ___ ....II..... __ -J.. ___ _ 5. ~.e? (lou he, ex.rcise imIK}nhf!o:cir\l? Or e""h .. i,e t~o .. I 

performwell,n,.11 ph ...... o.? Do ... he cooperate rully, h~ lik •• in J.t" .... nt to ot or , 

, If clnrly .nd concil.I~? l ___ -lL....~ __ ..L ___ -lL.... __ -'" ___ _ EllPRESSI~ - Oon h~ upr"'l h':ti.':...a und.rat.nd.ble? II h .. 6. Are hi. oral .nd wr~tt.n ."" an 
l.nK\l'''' .ccrpt.bl., 

j 
, 'hi. j\ld'-eDt? In yC!"r L ___ --lI..... ___ .J.. ___ ....I:-__ -'" ___ _ 7. JUOGKEMT-Dolou ha •• cO:~~Dhilld.ci.ionef I.~. Ilo.,bl.? 

Ibl.nce wOIlI you worry lIy .how 'c_n .onl .. ? Adlptabl.? 00 .. h. sen ... 

, bl' 00 •• he r.g~ire I •• a th.D • OEPEIOAIILITY· I. he rel'h' e, port. r.ctu.l and accurate? • aver.Be luperyi.ion? Are 'I re 

Dt.1 .i.a and ideal.? poea, 9. LOYAlTY· ()o~. h~ .dh~r\~~ .. ~ePi~t,: h •• upport hie .uponora, 
he .how pr,de '~ ~!p·lrtMent.1 polici •• ? 1)00& he car ry ou 

J 

h'b't rod {ob ka".led,.? II .. 

10. ~:O~~~~~:I~~l ~t:; r:~:~:£~:~:d~CI~:Pt~a:eh~lI~iW;.'!:~; L ___ ..L ____ L ___ ..l.. ___ ..L.. __ _ procedure~? Oceh ' ': ... e!nd procedure. in tho prOllOu_ J ' and practlce tec n'q 

, 't to di rect, cOtltrol .. d 
U. LUDEIIS"IP- !loeh .:e ~::eh~hdec:::~~r!t"d .l •• d ... htip.a!.~.h~: 

influence ot era, h rficera? Doea h. Cott n I 
d.ily rel.tion~ wlit~ t! ~~I: to h.ndle co.plicated peraGl •• 
BOod 1I0r~le? WdE ' nd ut'ldlctory _Dller? ... tt ... ,n .n or ectne • 

, Ra' Form Berkeley, California 
Figure I-Promotional SerVI.(;e tlng, t' 1 Service Rating," 

t nt "Promo lona . 1961 S rce: City of Ber,keley, ~alifornia, Per;.~=latPo'ie~'::~icl~al Police AdministratIOn, a~~hown in Intern,!h,?nal CIty Manaacrs 
Chicago, The Assoclatton, p. 155, 
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may be the chief. 

Some departments having a formal evaluation procedure for employees 

provide for an interview between the rated officer and the rater. Cons-

cientious people like to know how their supervisors evaluate them. If a 

department decides upon a formal evaluation the least it can do is 

provide for an interView between the rated officer and the rater. 

Such interviews should be planned and executed in a proficient 

manner.* The officer should be apprised of his capabilities and his 

limitations with a view toward his improvement. 

A systematic and formal attempt to appraise job performance may 

serve a good purpose if these ratings are fair, useful, and sensibly 

utilized. The main purpose of a law enforcement agency is to provide 

police service Within its jurisdiction. Evaluations of employees are 

justified if they contribute to that effort. To put it a'slightly 

different way, if evaluations will contribute in any way to recruiting and 

retaining police officers their use is equally justified. 

*Editors note: For a thought-provoking, opposing point of view see 
"The Problem of the Annual Performance Review" (Chapter 12 of If Lnagement 
!lx Objectives, (New York: Pitman, 1965). The author, George S. Odiorne, 
until recently director of the Bureau of Industrial Relations, The 
University of Michigan, challenges the wisdom of the conventional annual 
performance review because it typically does .!!2! consider worker .eer­
formance and it is not timely. Instead, he suggests periodic feedback 
reviews including an annual appraisal of performance measured against 
goals pre~iouslyagreed upon between SUperior and subordinate for the 
purpose of establishing new goals, not worker reward or punishment. He 
notes that personality criteria - subjective elements of a person's 
make-up that are not easily evaluated and altered, especially by laymen 
are considered as if they were objective. He likens it to wifely nagging 
or critiCiSing a subordinate for failing to do something he didn't know 
was expected of him. Odiorne suggests this "upside-down" approach is a 
mischief-maker and suggests it is not a constructive teaching device 
and cannot be expected to motivate a change in behaVior that will promote improved performance. 
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CHAPTER IV 

TS AND.RETIREMENT 
CONDITIONS, FRINGE BENEFI , 

SALARY, WORKING 

, chapter to present a complete 
There will be no attempt in this 

account of 

conditions, benefits, and 
salary administration, working 

, . t' practices t to point out ex~S ~ng 
retirement. There will be an attemp . 

these matters and an attempt to 
in Maine police departments regarding 

dations will be made. 

draw conclusions. 
From the conclusions, recommen 

benefits affect the attract-
Conditions, and fringe Pay, work~ng 

Retirement effects employee security. 
iveness of police employment. 

d the recruitment and retention 

All these factors are directly relate to 
attractive, qualified persons 

If these factors are sufficiently 
effort. 

and remain in police service. 
may seek 

Salary Administration 

Obviously, police 
, t offer compensat.ion that is com-

serv~ce mus 
, of similar which recru~t persons 

i 'th other occupations petit ve w~ i 
nities throughout the nat on, 

, d bi1ities. In most commu 
educat~on an a 1 

'ti e salaries. 
service does not offer compet~ v 

police 1 of wages in a 
The princip1(~s which must affect the general 1eve 

i 1 condition of the municipa1itys (2) wage 
community are: (1) financ a 

i . in the general area, (3) bargain-
scale of private or public compet tors and 

their sponsors, (4) cost of living, 
ing power of po1:lcemen or of 

\ regulations concerned with wages. 
(5) federal or st.ate 

1 olice Washington, D. C. ,11. S. 
Task P'orce Report: The P id' t' s Commission on Law 
-- i Office 1967,. Pres en 

Government prindtAndgi istration of Justice. 
Enforcement an m n 
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Pay scales setting then is tied directly to the wages paj.d by 

private business and public employers in the area. Municipalities must 

be concerned with several factors including the fact that the pay must 

be' high enough to attract qualified applicants. 

The responsibility for setting pay clearly rests with the 1egis-

1ative body of the municipality. However, the responsibility for 

advising the legislative body of appropriate police salaries rests with 

the police administration. Legislators do no~ carry on. the technical 

wdrk of conducting a pay survey. If a municipality has a personnel 

department the police admini8trator must work with members of that 

department in an effort to recommend the establishment and maintenance 

of appropriate pay levels. If the municipality does not have a personnel 

department, the police administrator may recommend the establishment and 

maintenance of a pay level to the municipal chief administrator. 

The scope of a pay survey depends to a great extent upon staff and 

funds. At least three steps are necessary in the survey: (1) sources 

otpay data must be identified, (2) job classes must be selected and 

1 defined and (3) the survey method must be determined. 

The principal sources conce~:ling the general level of pay in the 

community are private business, governments, unions, and trade and 

, f 2 pro essiona1 associations. It is important that area private employers 

be considered in the pay study. Care must be taken, however, to assure 
\ 
{ that large corporations do not und~~y influence survey results. Other 
t 

-; municipalities of comparable size and similar economic characteristics 
r ' ~ 

l -

;' 
.~ 
~ 
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'f 
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·f 
'~ 

1 -
International City Managers Association, ~. £!l., p. 53. 

2Ibid• 
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Local labor organizations may 

are good sources and should be used. 
be willing to make available. 

, 
The state s 

have pay data which they would 
'nformation on classifications l. . Labor and Industry publishes 

Department of 
Paid to employees for 

of industry with wages 
of J'obs in various types 

d salary data may be 
1 Other sources of wage an 

certain time interva s. 

studied. The following 

1. The u. S. 

sources may be helpful: 
, regularly reports 

BureaU of Labor Statistl.CS 

in specific U. s. cities 
cupational wage surveys 

the results of oc 1 
, d in special bulletins; 

in the Monthly Labor Revl.eW an 
. tional Association of Chiefs of police make 

2. The Interna 2 

stud~es which are published periodically; 
salary ... 

regularly compiles 
The Maine Municipal Association 

3. 
, s and fringe benefits; 

statistics concerning salarl.e 

B k nublished annually by the 
4 The Municipal Year 00,. . 

• , Association, often contains salary 
International City Managers 

Only the largest cities, however, 
data for municipal police. 

have been included; 

1 Association conducts 
The Public Personne 

5. 3 
, the public service; 

survey of pay rates l.n • 

a semi-annual 

Industrial Arts Index 
1 blications are listed in the 1B~~~~~~~--~ 

These pu 
available in most public libraries. 

, tif ing 67 professional 
2A convenient source for l.d:n Yation is Dorothy w. Otten, 

associations that will sup~lY s~l:~f~~!~~al and Technical Associations 
el Activitl.es 0 

Guide to per~on~ 'Assembly,1953), 55pp. 
(Chicago: Cl.vil Servl.ce 1 

rovided for personne 
3This survey is one of the servicfesd P 1 agencies that are 

counties, and e era 
agencies of cities, states, 
members of PPA • 
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6. More than 100 associations of employers systematically 
1 

collect wage information from thousands of private establishments. 

In addition to competitive salaries, all police departments should 

insure that fringe benefits such as vacation, leaves of absence, health 

and other insurance plans, working conditions, and retirement are com-

parable to those offered in the local private sector of society. At one 

time, many police departments had fringe benefits which were superior to 

those offered by private industry, and they assumed that benefits such 

as early retirement or extended vacation periods were a substitute for 

2 
competitive salaries. However, since most occupations on. the national 

level have comparable or superior fringe benefits, police departments can 

3 no longer rely upon these benefits as a means of attracting applicants. 

After attention has been given to the sources of pay data job 

classes must be considered. It is difficult to equate a·policeman's 

job with that of certain other public jobs and very difficult to equate 

a policeman's job with those in private employment except those requir-

ing general police, security, and investigative techniques. In 

establishing characteristics in other forms of employment which could 

be used to equate general requirements with those of police service, th~ 

following should be considered: 

1. There should be good reference points with respect to 

difficulty and responsibility; 

lArnold Tolles and Robert L. Raimon, Sources of ~age 
Information, Ithaca, New Yor~: Cornell University, 1952. 

2 Task Force Report: The Police, .QF.,.E:!.., p. 135. 

3Ibid• 
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d te numbers 
h "d be classes for which a equa There sou'. 

applicants are available; and 
of qualified 

to define easily the duties of 
There must be a way 3. 

the classes of employeeso 
Y is to have pro­f conducting a pay surve 

Perhaps the ideal way 0 

fessional job analysts do it. 
the municipality. is relieved 

In this way 

In most cases the 
. t to establish methodology. 

of the requ1remen 
surveyor cooperate with other 

municipality will conduct its own 

municipalities. Fewer 
lities conduct formal 

than half the Maine municipa 

surveys as shown in Table 22· 

CONDUCT FoRMAL WAGE 
comparative wage and salary 

TABLE 22. MUNICIPALITIES WHICH REGULARLY 
AND SALARY SURVEYS =-

I 
, 

Do not conduct 
Number of Conduct 

surveys population 
municipalities surveys 

group in group* 

3 13 
1- 2,500 22 (16) 

15 21 
2,501- 5,000 39 (36) 

11 9 
20 (20) 6 

~ 
','~~ 

. ~ 
,1 

1 
i 
\ 

,( 
t 
~ 
l 
! 
i 
I ,. 

I 
i 

5,001-10,000 3 
10,001-15,000 9 (9) 

2 1 I) : 

15,001-20~000 3 (3) 

20,001-25).000 3 (3) 
2 (2) 25,001-50,000 
1 (1) 50,001 & over 

Total 99 (90) 

*Number in parenthes 
class. 

is 

2 1 

1 1 

1 

38 52 

indicates number of respondents i n 

h surveys whereas the smaller, 
i . a1ities conduct suc large mun C1P , Most of the 

municipalities do not. 
h t i a small 

remembered, however, tan 
It must be 

lly well-known. If that is so 
local wages may be genera ' 

jurisdiction fi d people. 
d k ep qua).i e 

need not be made to attract an e 
surveys perhaps 

( 

',I 
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Yet the turnover rate is highest among localities of fewer than 5,000 

persons. (See Table 9 .• ) It could not be said unqualifiedly that it 

is a disparity in pay which is responsible for this. However, as Table 

10 points out, among the population groups representing fewer than 5,000 

persons, the reasons most often cited for leaving police employment a·re 

better position and/or better salary. The reasons given for officers 

leaving police service may be correct but to perform a formal survey to 

determine proper rates of pay may n'ot be justifiable in terms of expense 

to the municipality. It is difficult to understand how the largest 

municipalities can justify not conducting a formal wage survey. 

Though 38 departments indicated that their municipalities conduct 

comparative wages and salary surveys, 31 departments conduct these 

surveys cooperatively with other local governmental jurisdictions as 

shown on Table 23. 

TABLE 23 MUNICIPALITIES WHICH CONDUCT WAGE AND SALARY SURVEYS 
COOPERATIVELY WITH OTHER LOCAL GOVERNMENTAL JURISDICTIONS 

-
Population Number of Conduct Do not conduct 
group municipalities cooperatively cooperatively 

in grou1>* 

1- 2,500 22 (4) 3 1 
2,501- 5,000 39 (14) 13 1 
5,001-10,COO 20 (10) 9 1 

10,001-15,000 9 (3) 2 1 
15,001-20,000 3 (2) 2 
20,001-25,000 3 (2) 1 1 
25,001-50,000 2 (2) 1 1 
50,001 & over 1 (1) 1 

)--
Total 99 (38) 31 7 

*Number in parenthesis indicates number of respondents in 
class. 
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municipalities in the same general area and of 
For reasons of economy, 

economic character may fitld this to be a good 
abo~t the same size and 

For municipalities of unequal size ',and 
way to perform such a study. 

b appropriate provided there are private or 
economic cha~acter it may e 

h general area which attract 0umerous applicants. 
public employers in t e 

As shown on Table 24 the single municipal or joint effort was gen-

d by 
the municipal chief executive. Others were a con­

erally prepare 
d j intly wj th other police 

sultant, administrative assistant, efforts one 0 . 

i "Other" included diverse 
and ,the Maine Municipal Associat on ••• 

agencies, 
these was the Department of Labor and Industry 

parties. Chief among 

available on occupational wage rates in 
which will make statistics 

varioUS industries. 

TABLE 24 PARTY PREPARING WAGE AND SALARY SURVEY 

I 
: 

i I I 

Q) 
>.. tJ .-I .:-\ .... 

~ Q) .IJ.-I CIS 
Q) 

~ ~& 
p. 

.,.c 'M 
-5 o \j .IJ .~\.I .... 0 

.-I Q) g CIS.IJ Q) §!1 
1:: s:1 rd,dlll 

CIS~ .IJ III CIS Q) .IJ Q) ):l CIS 

~.IJ .-I 1:l~ 
\.10 .... 'M 
~,d g Q) 0 

Number of o ::l ::l P 0 
.... 0 III 'g .~ 

municipalities § ~ 1=1 ~~: ~ $00 
population 0 ~ ~ '-

in group* £ ClJ t) 

group 

3 1 
1- 2.500 22 (6) 1 2 

2,501- 5,000 39 (18) 12 1 
5,001-10,000 20 (13) 11 1 

10,001-15,000 9 (4) 2 

15,001-20,000 3 (2) 2 

20,001-25,000 3 (3) 3 
(2) 1 1 

25,001-50,000 2 
50,001 & over 1 (1) 1 

33 2 1 2 4 
99 (49) 

I~ 
Q) 

fI 
i5 -
2 
3 
1 
1 

, 

7 
Total 

uatcaces kumbei ~f t eSpOfideitCS til l!tIlR!I. 
Ii Ii J.qumtlex t p atettthes19 

~ 
f 

,\ 

\ 
, l, 

i 
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ACcoI'ding to figures presented in the Municipal Yearbook, 1967, 

the median starting salaries for patrolmen ranged from $5,200 in 

municipalities of 10,000 -25,000 population to $5,650 in municipalities 

of 50,000 - 100,000 population. Starting salaries varied from a low of 

$2,880 to a high of $8,544 in the first population group (10,000 -

25,000). In the second (50,000 - 100,000) the range was $2,950 to 

$8,208. 1 

In Maine, media~ police salaries at the entzance level were not so 

good. The starting salaries ranged from $4,420 in municipalities of 

10,000 - 25,000 population to $4,698 in the one Maj,ne municipality over 

50,000 population. 

TABLE 25 ENTRANCE SALARIES OF PATROLMEN 

-
Population Number of 
group municipalities Lowest Median Mean Highes t 

in group* -. "n' 

1- 2,500 22 (22) $3900 $4420 $4652 $6500 
2,501- 5,000 39 (39) 33'80 4394 4349 5500 
5,001-10,000 20 (20) 3841 4471 4518 5434, 

10,001-15,000 9 (9) 4160 4680 4679 5366 
15,001-20,000 3 (3) 4366 4420 4551 4867 
20~001-25,000 3 (3) 4472 4576 4611 4784 
25,001-50,000 2 (2) 4305 4336 4337 4368 
50,001 & over 1 (1) 4698 4698 4698 4698 

Total 99 (99) 
Group $3380 $4440 $4498 $6500 

*Number in parenthesis indicates number of respondents in cl.ass. 

It can be seen that Maine's salaries are higher than the national 

average at the lowest level and lower at the highest level. That is 

1 
o International City Managers Association, The Municipal 

i Yearbook. 1967, Chicago, The Association~ 1967, p. 439. 
\ 
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its range of salaries is sma11e~ than on the nat~onal level. 

Probably firemen in the same jurisdiction are the. group most r,>ften 

compared with police in salary analysis. It is generally known that for 

years police and fire salaries remained the same. Almost without 

question one was not raised without raising the other. There has been 

in recent times a tendency to get away from similar salaries being paid 

to both policemen and firemen as is shown in the tables of fire salaries 

1 
in The Municipal Yearbook. 1967. 

No doubt; many job analysts have felt that the work of a fireman 

and his qualifications are more similar to that of a policeman than 

almost any other municipal, general governmental, or business and 

industrial worker. This, at least, has been one rationale for keeping 

police _ fire salaries so comparable over the years. It should be 

argued that the qualifications and the duties of firemen are grossly 

different from those of policemen. How the two can be equated at all 

except that they have the same employer and work in the same jurisdiction 

is hard to imagine. 

It may be unfair to use Table 26 showing the entrance salary of 

firemen as a valid basis for comparison of police and fire salaries. 

It must be borne in mind that there are only 22 respon.dents in the table 

as compared with 99 respondents in Table 25. Table 26 shows that start-

ing salaries for firemen ranged from $3,960 in municipalities of 

10,000 ~15,000 population to $4,698 in the one Maine municipality over 

----------------------------------------------------------------------
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50,000. Interestingly th , e two departments d un er 2500 population report-

ed an average median salary of $5 233 , . 
TABLE 26 ENTRANCE SALARIES OF FIREMEN 

Population Number of 
group municipalities Lowest Median Mean Highest 

in group* 

1- 2,500 22 (2) $5187 $5233 $5234 $5280 
2,501- 5,000 39 (3) 3380 4659 4697 6489 
5,001-10,000 20 (6) 3841 4680 4734 6115 

10,001-15,000 9 (4) 3960 4699 4899 5668 
15,001·-20,000 3 (1) 4366 4366 4366 4366 
20,001-'25,000 3 (3) 4472 4576 4611 4784 
25,001-50;000 2 (2) 4305 4336 4337 4368 
50,001 & over 1 (1) 4698 4698 4698 4698 

-
Total 99 (22) 

Group $3380 $4680 $4740 $6It89 
I 

*Number in parenthesis indic ates number of respondents in class 

Only in the las t th • ree population groups (20 000 1 , popu ation and 

over) do all " mun~c~pa1ities pay entering policemen and firemen the same 

salary. 

There is no tt a empt to propose that there be 

1 

unequal pay nec~ssati-

y. It must be recognized very clearly that th f ' e unct~ons are different 

and the qualifications should be different, therefore, just on that 

bas' h ~s, t ere is no reason why salaries should be exactly th e same. 

an 26 aga~n that firemen in It would appear in analyzing Tables 25 d ' 

smaller corrmunities receive higher salaries than do pol' d ~cemen. There are 

ive.rse reasons for th' ~s, the most prominent being that firemen in the 

smaller municipa1iti wor onger hours than are their es are required to k 1 

counterparts i 1 n arger municipalities d an than are their police 
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in the same jurisdiction. 
is the highest maximum salary which 

counterparts 

police applicants must know what 
As so relatively few officex's even advance 

they can expect to receive. 
important consideration for 

k f Patrolman it should be an 
beyond the ran P'-

them. Also, since it is ess.mtial 

lice officers it is important that 

that skilled, personnel remain as po- , 

1 be suffi-, 
maximum salaries for patro men. 

cieutly high. 
salary for patrolmen in 1967

1 
(10,000-

The nationwide maximum,median 
The range was from a low of $3,300 to a 

25,000 population) was $6,000. 
in population group 50,000-100,000 

high of $9,996. Among municipalities 
in this group was from $3,300 

the median was $6,728. The range 

to $9,559., 

t 1 en in Maine. 
Table 27 shows the maximunl salaries of pa ro m 

TABLE 
27 MAXIMUM SALARIES OF PATROLMEN 

-
population 

Number of 
Lowest Median Mean Highest 

municipa,li ties 
group in grout~, 

$5800 
$3900 $4680 $4649 

1- 2,500 22 (22) 4680 4667 5720 

2,501- 5,000 39 (39) 3380 
4940 4973 6396 

20 (20) 4368 
5366 5386 5980 

5,001-10,000 
9 (9) 4680 5558 5720 

10,001-15,000 5557 
15,001-20,000 3 (3) 5395 

5304 5373 5616 
(3) 5200 5233 20,001-25,000 3 5200 5216 5217 

25,001-50,000 2 (2) 5585 5585 5585 
1 (1) 5585 

50,001 & over 

Total 99 (99) 
$3380 $4927 $4879 $6396 

Gl:OUp I I I 

-: 
number of respondents in class. 

*Number in parenthesis indicates 
10,000 _ 25,000 was $5,304. The 

The median salary in population group 
was $5 585. It may appear that 

median in the highest population group , 

-

Association,' The Municipal Yearbook, 
1International City Managers 

1961, ~ • .£!h.,p. 43i9. 
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there are higher salaries paid at the entrance level than at the maximum 

level for senior officers. (See Tables 25 and 2.7 ) • It must be remember-

ed that high salaries are paid in small jurisdictions. As there has been 

so much turnover in these small communities the high entrance salaries may 

be paid to attract qualified candidates. In comparing these two tables it 

should also be realized that in a large jurisdiction a beginning patrol-

man has an opportunity to learn through recruit training, on-the-job train-

ing, in-service training, formal training and by experience. In the 

small jurisdiction if the patrolman is to be anything but a security 

guard or traffic controller he must be already qualified. 

Maximum salaries of Maine firemen are again similar to maximum police 

salaries for the last three population groups. As municipal population 

groups become smaller the disparity in salary occurs, probably owing to 

the previously mentioned reasons. It must be remembered as with Table 

26 that reporting municipalities are relatively few in number as, compar-

ed with the 100 per cent response to police salaries, as'shown in.Tables 

25 and 27. 
, l 

TABLE 28 MAXIMUM SALARIES OF FIREMEN 

Population Numbe:r. of 
group municipalities Lowest Median Mean Highest 

in group* 

1- 2,500 22 (1) $'5280 $5280 $5280 $5280 
2,501- 5,000 39 (8) 3640 4793 4999 6489 
5,001-10,000 20 (3) 4600 5016 5177 6115 

10,001-15,000 9 (5) 5125 5450 5534 5668 
15,001-20,000 3 (1) 5395 5395 5395 5395 
20,001-25,000 3 (3) 5200 5304 5373 5616 
25,001-50,000 2 (2) 5200 5216 5217 5233 
50,001 & over 1 (1) 5585 5585 5585 5585 
Total 99 (24) 

Group $3640 $5237 $5226 $6489 
-

*Number in parenthesis indicates number of respondents in class. 
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,On a statewide basis it may be proper to compare salaries in pollce 

employment with those of divers categories of Maine industrial workers. 1 

There are, however, some reasons to doubt any broad conclusions. Partic-

u1ar local industries may have very high or very low rates of pay. There 

may be vast numbers of persons qualified for such employment but unquali-

fied for police employment. Other reasons may also exist. 

Table 29 shows the yearly pay of various categories of Maine workers. 

TABLE 29 *YEARLY PAY OF VARIOUS CATEGORIES OF MAINE WORKERS 

Occupation Number of Number of Minimum Mean Maximum 
title Industries Positions 

Office 15 3,486 $3250 $5122 $14,950 

Mainetenance 15 3,284 3614 6665 13,000 

Custodial and 
material movement 15 3,013 3172 5033 11,700 , 

Production 15 24,953 3250 5197 14,690 . 

Total 15 34,736 
Average $3322 $5504 ,$13,585 

, . 

*Based on 50 hours per week, 52 weeks per year. 
Material taken from 1967 statistics compiled by State Department of 

Labor and Industry. 

What is important is that there is a wide pay range affording an 

opportunity to receive high pay by working no more hours than the police. 

personal standards wh' h 1.C not all p 1 eop e could expect to m t 
It' f ee • 

1.S air, however, to compare 
municipal police salaries with 

Effective January, 1968 tjj,~~ annual 
those of the Maine State Pol' l.ce. 

starting salary of a tr Ooper with n o experience is $5668. The maximum 
salary after 15 years service 

paid by the municipalities. 
is $7982. Th ese figures exceed those 

The police departments 
cannot be expected t o recruit 

sonnel until mUnicipalities ar~~ 
competent per-
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are competitive Wi~h th ' 
Willing to pay the price. 

Until salaries 
o er Jobs req i ' 

u r1.ng similar ba.ckground, skill 
and other personal 

attributes, the departments 
w.ill be ineffective in 

efforts to upgrade h 
t e quality of' service. 

Recommendation No 3 
THAT POLICE SALARIES ~HAT MUNICIPALITIES ASSURE 
OF OTHER OCCUPATIONS RE~1i~MPETITIVE WITH THOSE 
ABILITY, AND PERSONAL CUilnA ING SIMILAR EDUCATION 

=~CTER. ' 

The Wo:r.k Situation 

The term work ' 
S1.tuation is a ('atch all h 

~ - p rase covering hours of 
work. and physical working 

conditions. Th f 
e irst is an obJ'ect1.'v·e 

the. second i th aC!7ount; 
s e author's SUbject.'ive 

ious mu ' , analysis based upon visits to var-
n1.c1.pal departments. Th , 1 e work situation ' 

, h 1.S a non-salary f t In a sense it is unfair to compare industrial workers with police 

officers. In education the qualifications may be similar. However, pro-, 
f 

per selection criteria for the police would dictate high physical and 

IFigures of industrial workers taken from a 196~ report by the Dep- ; 
artment of Labor and Industry. 

1.n t e total work envi ac or 
ronment. Working condit' 

t 1.ons are a factor in the 
a traction and retention of 

~ able personnel and in the 
work and level f quality of their 

Municipali ties and their d 
o performance. 

mUst giv e careful consideration 

working conditi ons. 

epartments 
to this i mportant part of the total 
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police departments must operate on a 24-hour basis throughout the 

year. Some sma11~aine departments do not maintain continuous formal 

service but normally one of their officers is on call for emergencies. 

Several problems may develop concerning the shift rotation of 

employees. These would probably concern only t~e larger departments 

having more than 5,000 population in their community. No st:andard rule 

can apply to how a police administrator rotates his officers on a shift 

basis but the proper and equitable administration of shift work is a 

factor in the total working environment. Obviously an equitable shift 

arrangement ~ .. S a strong incentive t,o recruitment and retention. 

In recent years there has been a reduction in working hours among 

all segments of the national community. The figures cited in the various 

editions of the ~nicipal Yearboolt illustrate that there has been a 

reduction in working hours among municipal employees. In 1947 the 

median work week for police was 48 hours. By 1959 the work weeK had 

dropped to 42 hours. 1 In 1967, the majority of police departments under 

100,000 population work a 40-hour week.
2 

1Internationa1 City Managers Association, Municipal Yearbook, 
Chicago, The Association 1960, p. 164. 

2Internationa1 City Managers Association. Municipal Yearbook 

1967,.Ql!.ill., pp. 457-462. 

This presents h a s arp contrast to the situation in Maine depart-

ments where 90% of the departments work an average of 50 hours a week. 

TABLE 30 WORK WEEK FOR MUN. ICIPAL POLICE OFFICERS 1967 

Population Number of Number of 
group municipalities hours 

in group* 

1- 2,500 22 (16) 48.1 
2,501- 5,000 39 (36) 51.2 
5,001-10,000 20 (20) 50.7 

10,001-15,000 9 (9) 45.8 
15,001-20,000 3 (3) 46 
20,001-25,000 3 (3) 41.7 
25,001-50,000 2 (2) 41.5 
50,001 & over 1 (1) 40 

Total 99 (90) 
Average 49.6 

* Number 1 h in class. n parent esis indicates number f o respondents 

It must be recognized that it is the smaller municipalities, how-

ever, which bring the· average up so high. In all municipalities over 

20,000 population policemen worked no more than an average 42-hour 

In smaller communities there are fewer week. policemen oftentimes 

requiring a long and sporadic work week. One chief representing a 
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"t small municipality indicated that his work week was over 80 hours. This 

.~ 
.'1 
\ 

figure alone brought up one population group's average work week. 

There is a tendency in Ma.ine, however, to·bring the average work 

week down to the national police average. In 1966 the average work 

..I \ week in Maine was 50 1 h \ • ours. 

t 
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TABLE 31 WORK WEEK ~OR MUNICIPAL POLICE OFFICERS AS OF OCTOBER 1, 1966 

Population Number of Numbers of 
group municipalities hours 

in rou * 
1- 2,500 22 (,16) 50 

2,501- 5,000 39 (35) 52 
5,001-10,000 20 (20) 51 

10,001-15,000 9 (9) 46, 
15,001-20,000 3 (3) 46 
20,001-25,000 3 (3) 42 
25,001-50,000 2 (2) 44 
50,001 & over 1 (1) 40 

Total 99 (89) 
Average 50 

============~,,~~ .. ============================~ 
*Number in parenthesis indicates number of respondents in class. 

Though there is not a great decrease in hourly work over the one year 

period, the figures do show a trend toward some decrease in,working hours 

This trend must be continued if police service is going to compete favor-

ably with working hours among white and blue collar workers in private 

employment. 

Recommendation No.4 THAT MUNICIPALITIES SEEK TO 
REDUCE THE WORKING HOURS OF POLICEMEN TO THAT LEVEL 
REQUIRED BY PRIVATE EMPLOYERS. 

Primary responsibility for adequate equipment and physical condi.tions 

rests with the municipal chief administrator and/or the police adminis-

trator. The police administrator, however, has the responsibility of 

being cognizant of poor facilities and those general working conditions . 

which result in poor morale. 

Physical placement of equipment and cleanliness of physical facili­

ties is important to the attendance, morale, safety, health, and 

" 

65 

of police officers. It is not enough to be well qualified and well 

trained for police service. Those things with which one works and those 

physical conditions around which one works can affect the performance 

record. The Presi4ent's Commission noted that generally in the nation, 

police stations are old, cramped, badly maintained, and in many instances 

equipment is deficient. Such conditions adversely affect police morale 

and detract from the professional nature of police service. Competent 

office~s cannot easily be attracted or retained under such conditions. 

A11 police buHdings 'should be attractive, provide adequate space anet be 

well maintained. Modern equipment such as dictating machines should be 

used for reports, and off' h ld ~cers s ou only be required to perform work 

suited to their ability. In this respect ' , ~mprovement may be made by 

some mUnicipal police departments. 

Off-duty Employment 

One of the controversial issues in municipal police administration 

is the right of police officers to become employed while they are off-. 
duty. Employment in this context is defined as paid work performed 

separately and after normal police duty hours. The problem may be dif-

ficult to resolve. Q ti b ues ons can e asked as to whether the municipal-

ity shoul.d regulate or prohibit off-duty employment and whether it has 

a legal right to do so. Some people might regard any municipal attempt 

to regulate or prohibit off-duty employment as an infringement on a 

policeman's personal affairs. Cases have been brought to court in an 

attempt to abrograte municipal regulation and control 

that such municipal controls interfered with personal 

on the grounds 

freedom. 

,L 

I 

I 
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Two New York cases seem to uphold the view that a municipality cannot 

legally interfere with an employee's off-duty time provided there i~ no 

adverse effect upon the employee's efficiency or no conflict of interest 

1 
arises. 

Based upon the few court decisions in other states regarding such 

matters, however, courts have generally held that regulations and pro-

hibitions upon off-duty employment of policemen are proper. Reasons for 

ordinance legality are given as insurance that members of a department 

will be in physict;ll condition at all times to perform their duties if 

'r­
r~ 
i I , ! 

t 
t , I TABLE 32 NUMBER OF DEPARTMENT .j OFF-DUTY TIME S PERMITTING OFFICERS TO WORK DURING 
i 

1 
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-
Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 

Number of Off-dutv Emnlovment 
municipalities 
in group* Permitted Not permitted 

22 (14) 9 5 
39 (36) 33 3 
20 (20) 20 

9 (9) 6 3 
3 (3) 3 
3 (3) 3 
2 (2) 1 1 
1 (1) 1 

99 (88) 76 12 
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called upon to perform them and that the right to work for the public is 

a privilege which may be granted on any condition which the public may I \ 

I I 
impose, consistent with the law and public safety. In such decisions it ~ 

*Number in parenthesis indicates number of respondents in class. 

is often stated that a person, when he becomes municipally employed, gives: 

up certain rights which would remain his if he were a ci·tizen not so 

employed. 
2 

In Maine no such case has been brought to the courts. 

As shown on Table 32, a majority of departments permit officers to 

work during their off-duty time. Twelve departments, however, indicated 

that they did not permit their officers to work at another job. 

lThese cases are Putkowski~. Corley, 52 N. Y., 5 (2d) 42, 
decided in 1944, and Natilsch ~. Hudson, 35 N. Y.5 (2d) 537, affirmed 
289 No Y. 844, 47, N. E. (2d) 442 (1943). In the latter case the New' 
York State Court of Appeals held that the absolute prohibition of out­
side employment exceeded the powers conferred on a department head by 

the New York City charter. 

2Based upon consultation with Mr. Richard Sanborn, Attorney to 

the Maine Municipal Association. 

\ An absolute prohibition aga.inst outside employment for policemen 

seems to be of little value for at least three reasons. First, such 

a prohibition may not be sustained f i appealed to the courts. Second, 

an absolute prohibition would be extremely difficult to enforce. 

Third, such a prohibition may be arbitrary and unreasonable. Examples 

of outside work can be cited that d o not interfere with a policeman's 

efficiency and do not involve any conflict of interest. 

From a practical standpoint, off-duty employment should be 

resolved on the question of control under certain stated conditions. 

The f our major elements for control h 1 t at should apply are the following: 

1 
International City Managers A i Administration, ~. cit:., p. 231. ssoc ation, Municipal Personnel 

., 
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1. Off-duty employment can affect the policeman's efficiency for 

severaf reasons. One of the most important is that f;he outside job may 

be excessive in terms of time involved and physical demands made, so 

that he will be too tired to do good work for the municipality. Another 

consideration is that the outside job may involve the officer in a 

nUlilloer of phone calls and personal time off from his municipal job to 

take ~&re of his outside work. 

2. A public employee must carry on his work with neutrality and 

objectivity. He should represent the public and not a certain segment 

of the public. Incompatibility or conflict of interest arises when a 

policeman is engaged in off-duty inspectiona1 or police work for private 

employers. 

Conflict of interest raises the possibility of unethical and even 

illegal activities on the paxt of municipal employees. Of greater 

importance, however, is that the municipality should not be left open to 

criticism on the charge of questionable conduct by munic~pa1 policemen. 

3. Outside employment can be a problem when either of two conditions 

arise with respect to competing employment. First, is the outside employ­

ment of a municipal policeman depriving Homebody else of a job. This 

was a factor during the depression period of the 1930's but may not be 

applicable today. Second is the conflict of employment with highly 

organized trade unions. 

The latter sitUl'ition occurre4 in Denvelr, Colorado. As a result 

police and fire officials of the city and ulnion representatives agreed 

to permit policemen and firemen to continue to work at outside jobs only 

so long as they did not conflict with jobs held by civilian workers. 

, 0 
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If a union complains that a policeman or fireman is keeping a civilian 

worker from a job the complaint goes to an arbitration board of police, 

fire and union officials: If the complaint is upheld the officer.' in 

question must either resign from the force or i h qu t is off-duty job. 

In another city the labor unions are not protesting outside work 

by city employees partly because ther:e is a labor shortsb" in the area. 

In addition the city has three groups of unionized employees among its 

own work force. 

4. The effect' of off-duty employment upon the opinion of the 

general public always must be considered. 

Rules and regulations on outside employment f i o c ty employees do 

not lend themselves to general, across-the-board application. Each 

should be judged individua1l.y with respect to the effect upon municipal 

ellip10yment. Some cases are bound to be in question, however. 

The legal authority for regulating off-duty employment may vary 

among municipalities depending upon charter and ordinance requirements. 

The most viable methods may be to hav~ off-duty employment regulated 

by ordinance, administrative regulation, or personnel rule. Regulations 

should leave discretion with city officials to decide each application 

upon its merits rather than attempting to provide detailed regulations 

covering all situations. 

Attempts to regulate outside employment probably should be limited 

to policemen who have permanent status undet.' a formal civil service 

system. In the absence of formal civil service, the regulations should 

apply to those policemen considered as permanent, full-time m6mbers of 

the municipal force. 
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Many municipalities may need not~ing more thana brief statement of 

municipal policy. For cities, however, where the problem of off-duty 

employment is acute, a more detailed checklist may be desirable to serve 

as a guide to administrators in passing upon each application for off-

Th 1 t .of policy that should be considered for duty employment. . e e emen s 

1 
such a checklist are: 

1. The off-duty job must 1L0t interfere with the 
officers effectiveness on his municipal job. Consideration 
should be given to the number of hours worked outside, the 
location of the off-duty employment, and the nature of the 
duties. 

2. The off-duty work must not leave the employee 
tired and thus subject to injury upon his regular job with 
the city. 

3. The outside employment must be such that no problem 
arises as to municipal responsibility for an injury incurred 
in the outside job. 

4. No off-duty work should be approved which place~ 
the officer in the position of performing duties ~r serv~ces 
which he will later check or inspect in his capac~ty as a 
pol:lceman. 

5. policemen should not take jobs from other persons 
in a depressed labor area. 

6. The public relations effect of off-duty 
be considered r.qith attention given to employment 
acceptable in a given community. 

jobs should 
which is 

7. No employee should be. al.Lowed to take an off-duty 
job which is ful1~time. 

~nly supplementary types of wot'k should be considered. Examples 

include church work, night school teaching, or refereeing 0.:1; umpiring 

at sporting events. 

1 A i "'tion Municipal Personnel International City Managers ssoc. ~, -
Admin:f.stration, ~.cit. ,po 233. 
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Some municipalities may find it desirable to formalize the off-duty 

employment procedures by prQviding that each employee submit a written 

application and receive a permit to work. The application should show 

the name and address of the employer, the hours of work, a description of 

the duties, and should include a space for approval or disap,prova1 by the 

chief of police. The application should include a space for certification 

from the outside employer stating that he knows the applicant is a regular 

employee of the municipality and specifically of the police department. 

Thirty-eight departments indicated there were conditions placed upon 

off-duty employment. These concerned type of employment. Some indicated 

officers remain available for emergencies. 

T4BLE 33 EXTENT OF CONDITIONS PLACED UPON OFFICERS WHO WORK DURING 
OFF~DUTY TTME 

Population Number of No Condi tions with Available 
group municipalities conditions respect to type for eme1'g-

in group* of' emploYJllent encies 

1- 2,500 22 (9) 7 2 
2,501- 5,000 39 (32) 17 6 9 
5,001 ... 10,000 20 (19) 9 8 .2 

10,001-15,000 9 (6) 1 3 2 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (3) 1 2 
25,001-50»000 2 (1) 1 
50,001 & over 1 (1) 1 1 

Total 99 (74) 36 23 15 

*Number in parenthesis indicates number of respondents in class. 

Thirty-six per ce~t of the departments have no conditions upon outside 

employment. None of the 74 respondents ind1cated the~e were time res-
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trictions on off~uty emp1oym.~nt. 

The work permits should he reviewed and renewed every year from the 

approved work date. This prolcedure insures that the officer, the off-

duty employer, and the municilpa1ity concur that the officer is still work-

ing under the terms of the or:Lgina1 permit. The police· chief, in review-

ing the permit for tenewa1, sl~ou1d assure himself that the officer has a 

good overall record, has a go,od attendance record, and has not takell ex-

cessive sick leave. 

It is appare~t that iII Maine off ... duty employment needs to be given 

serious attention. Fifty.-s1x departments reported that an average of 

four worked during off-duty t:Lme. 

TABLE 34 NUMBER OF OFFICERS 1tmO WORK AT ANOTHER JOB 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001 ... 20,000 
20,001 ... 25,000 
25,001-50,000 
50,OCJ1 & over 

Total 
Average 

Number of 
municipali ties 
in group* 

22 . (8) 
39 (24) 
20 (14) 

9 (4) ., (3) oJ 

3 (1) 
2 (1) 
1 (1) 

99 (56) 

Number 

3.3 
2 
3.1 
7.8 
5 
20 
24 
12 

3.9 

*Number in parenthesis ind:lcates number of respondents in class. 

Fifty-one per cent of the departments indicated that over 50 per 

of their force were engaged in employment off-duty. 

TABLE 35 PER CENT OF OFFICERS WHO WORK AT ANOTHER JOB 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 
Average 

Number of 
municipalities 
in rou * 

22 (8) 
39 (19) 
20 (14) 
9 (4) 
3 (3) 
3 (1) 
2 (1) 
1 ('1) 

99 (51) 

Per cent 

69 
57.4 
50.3 
57.5 
24.3 
66 
50 
10 

54.4 

*Number in parenthesis indicates number of 
respondents in class. 

= 

This represents a sizable portion of any police force. 

With relatively few departments having restrictions on employment 

it seems that the practice of off-duty employment needs careful consid-

eration. 

Recommendation No. 5 THAT THE OFF-DUTY EMPLOYMENT 
OF POLICE OFFICERS BE REGULATED BY ORDINANCE OR 
ADMINISTRATIVE POLICY. 

73 
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Other Municipal Compensations 

Other municipal compensations are these monied and/or non-money 

benefits which serve to supplement direct pay. Those considered in this 

portion of the chapter are longevity and subsistence pay, clothing a110w-

ancel, reimbursement for overtime work, and court appearances which are 

not part of the duty day. These supplements fall into the broad cate-

gories of direct wage supplements and expense guarantees. 

Though the wage supplements and expense guarantees vary among the 

municipalities these and other benefits such as insurance and retirement 

plans serve to substantially increase total payor its equivalent. One 

authority maintains that these additions to direct pay amount to an 

average 20 per cent increase in basic pay.1 

The payment of salary increments for length of service is a prevalent ; 

practice among Maine departments. Nearly all departments have at least a 

one-step increment in pay to recognize length of service and/or sus-

tained superior performance. Some of the small departments, however, do 

not provide for longevity pay. As their turnover rates remain high a 

salary increment plan may serve as an inducement to recruit and retain 

officers. Step increases, however, should not be automatic for job per-

formance below standard, that is as the standard is dictated by the 

department and as it is reflected in an individual's performance record. 

Recommendation No. 6 THAT DEPARTMENTS PROVIDE FOR 
LONGEVITY PAY RECOGNIZING BOTH LENGTH OF SERVICE 
AND SUSTAINED SUPERIOR PERFORMANCE. 

1Internationa1 City Managers Association, Municipal Yearbook, 
1222, Chicago, The Association, 1955, p. 141. 
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A 3ubsistence allowance is that remuneration given for direct food 

costs to a single person. ThE' a·dvantage of su h '11 . " c an a owance is that it 

is not considered a part of the base pay and :is not taxable. It must, 

however, prOVide only for direct food costs to be non-taxable. The 

military services for years have provided such an allowance for certain 

of its members. As approximately' 50 dollars a month could be considered 

the subsistence rate for a s'ing1e individual. there would be some tax 

advantage to an of~icer by piroviding such a benefit. 

There presently are no departments which provide regular subsis-

tence allowances. Some departments, however, may want to consider this 

form of supplementary pay. 

A clothing a1lowanCt'i is that actual clothing purchased for an officer 

or that amount of money given an officer flor the purchase and maintenance 

of his official dress. Departments may el3tab1ish several means of pro-

vi ding for uniforms. Thosle means currently employed in Maine are: (1) 

a departmentally purchased initial full clothing issue, (2) a department­

ally purchased initial partial clothing 't :ssue, and (3} an annual cash 

allowance. 

Most police departments provide fot' an initial departmental purchase 

of uniforms. Tho gh "t i u l. s proper to ha"lre the new officer equipped wi th 

all necessary clothing items it is not essential that the municipality 

purchase them. The only real advantage to a municipal purchase is that 

the clothing items may cost less by hav,l."ng h t e municipality purchase 

items in quantity. 

A complete numb~r of necessary uniform items may be a great initial 

I 
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1 The initial municipal purchase of all. expense for anyone officer. 

clothing items is considered an appropriate practice. 
necessary 

Seventeen departments provide an annual uniform allowance to their 

officers. 
The initial cost of uniforms may be a great expense for an 

individual to bear. 

is one providing an officer with a complete depart­
The best practice 

initi_al issue and with annual cash allowances for 
mentally purchased 

clothing maintenance and replacement. 
One hundred dollars per year is 

d 1 cement allowance. considered an adequate maintenance an rep a 

Only five departments do not provide any clothing allowances. 

shows the current practices concerning clothing 
The table below 

allowances and their distribution among the population groups. 

lBas~d upon Maine State Police initial issue costing $390. 

" 

TABLE 36 DEPARTMENTS WHICH PROVIDE CLOTHING ALLOWANCES 

-
Population Number of Clothing No 
group' muniCipalities Clothing Clothing (cash clo,thing 

in group* Cdl) (partial) Iyearly) allowance 

1- 2,500 22 (16) 8 3 2 3 
2,501- 5,000 39 (40) 19 10 10 1 . 
5,001-10,000 20 (21) 16 3 1 1 

10,001-15,000 9 (10) 6 3 1 
15,001-20,000 3 (3) 2 1 
20,001-25,000 3 (3) 1 2 
25,001-50,000 2 (1) 1 
50,001 & over 1 (1) 

Total 99 (95) 53 20 17 5 

~Number in parenthesis indicates number of respondents in class. 

Recommendation No.7 THAT DEPARTMENTS PROVIDE OFFICERS 
WITH A COMPLETE INITIAL ISSUE OF CLOTHING AND THAT 
THEREAFTER THEY PROVIDE AN ANNUAL CLOTHING MAINTENANCE 
AND REPLACEMENT ALLOWANCE. 

Overtime is that time spent working beyond the normal working 

period. The discussion of overtime will include all work performed 

during other than normal duty hours including that time officers spend 

in court. 

Police managements should study their work projects in order to 

77 

avoid 'having their officers work overtime. Overtime may become a source 

! of dissatisfaction unless policies regarding its use are established. 
! 

This applies particularly in the selection of officers asked to work 

overtime. There may arise certain exigencies requiring additional per-

sonnel to perform specific tasks. When this happens it is necessary 

to have auxiliary policemen on whom to call in addition to calling 

regular officers back to duty. 
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Sixty-six per cent of Maine departments compensate their offj.cers 

for time worked in addition to the normal duty period. It is equally 

significant to note, however, that 24 departments are not so compen-

sating their officers. 

TABLE 37 COMPENSATION FOR OVERTIME WORK 

=- , 

Population Number of Officers Officers not 

group municipalities compensated compensated 

in group* 

1- 2,500 22 (16) 7 9 

2,501- 5,000 . 39 (36) 22 14 

5,001-10,000 20 (20) 19 1 

10,001-15,000 9 (9) 9 

15,001-20,000 3 (3) 3 

20,001-25,000 3 (3) 3 

25,001-50,000 2 (2) 2 

50,001 & over 1 (1) 1 

Total 99 (90) 66 24 

*Number in parenthesis indicates number of respondents in class. 

Most of the departments not compensating their officers are those in the 
I 

smallest municipalities. In such places it is often initially stipulated: 

that officers will be required to work on an as-needed basis without 

compensation. For many small municipalities, and especially those where 

there is only one officer, there is no other law enforcement officer on 

whom to call in the event of an emergency. 

Besides general policies and procedures concerning .overtime the 

The 
methods of compensation for such time should be clearly stated. 

methods used in Maine are: (.1) payment in cash on a straight-time 

hourly basis (2) premium cash payments of ,time and one-half (3) com­

pensatory time off, or (4) choice of payor compensatory time off. 

Fifty-nine per cent of the departments pay their officers in cash 

on a straight-time hourly basis for overtime work. 

TABLE 38 TYPES OF COMPENSATION GIVEN FOR OVERTIME WORK 

Population Number of Paid Time-and- Given Choice of 
group municipalities straight a-half time payor 

in group* time off time off 
1- 2,500 22 (7) 5 1 1 

2,501- 5,000 39 (22) 22 
5,001-10,000 20 (19) 19 

10,001-15,000 9 (9) 6 1 
15,001-20,000 3 (3) 2 1 1 1 
20,001-25,000 3' (3) 3 
25,001-50,.000 2 (2) 1 1 
50.001 & over 1 (1) 1 
Total 99 (66) 59 1 4 2 

*Number in parenthesis indicates number of re spondents 1n class. 

The practice used by the 59 Maine departments of paying cash on a 

straighc-time hourly basis for time worked in addition to their normal 

duty hours is considered appropriate for patrolmen. Officers who hold 

supervisory rank should not be entitled to this compensation. 

Recommendation No.8 THAT DEPARTMENTS PROVIDE 
COMPENSATION TO NON-SUPERVISORY PERSONNEL WHO WORK 
DURING OTHER THAN THEIR STIPULATED DUTY HOURS. 

Overtime caused by court appearances should be considered as a 

special aspect of overtime. As so ma ff" t i ny 0_. 1cers mus appear n court 

so often the time they spend in court must be treated separately. 

79 

The State of Maine provides that all off-duty officers app~aring as 

witnesses in District Courts be paid a fee of five dollars. l 

lA~ Act Relating to Compensation for Certain Municipal Officers 
to Appear 1n District Court. Title 4 Section ,173, Subsection 4, amended. 

---------------------
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This provision does not apply to other courts. However, 59 departments 

do reimburse officers for the time they spend in other courts. 

TABLE 39 INCIDENCE OF REIMBURSEMENT FOR COURT TIME IF TIME IS NOT 
A PAR'r OF THE REGULAR WORK DAY** 

-i 

Population Number of 
Reimburse Do not municipalities group 

in group* reimburse 

1- 2,500 22 (16) 7 9 

2,501- 5,000 39 (35) 18 20 

5,001-10,000 20 (19) 16 3 

lO~OOl-15,000 9 (9) 9 

15,001-20,000 3 (3) 3 

20,001-25,000 3 (3) 3 

25,QOl-50,000 2 (2) 2 

50, COl & (wer 1 (1) 1 

Total 99 (91) 59 32 

*Number in parenthes1s indicates number of responden 
**Does not apply to District Court. 

ts in clas s. 
, I 

As was the case with overtirr.e, the smaller communities are the ones which • 
I" \ 

do not provide reimbursement for their off-duty officers' court appear­

ances. The number of municipalities which do not provide reimbursement 

for court time is larger than those which do not provide compensations 

for other overtime work. A possible reason for this is that court is 

normally held during the daytime when many of the officers in small 

k If these officers are not working at night, court 
municipalities wor • 

appearances are considered part of the normal police duty and work day. 

i b i ff i ers for their off-The specific method in Maine of re m urs ng 0 c 

duty court appearances are: (1) flat rate for each appearance, 

(2) guaranteed minimum, (3) actual time in court on .a straight-time 

7 rrz£:mrr m=r::: 
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hourly basis, and (4) compensatory time off. Other methods involved the 

setting of specific hourly rates paid for actual time in court. 

TABLE 40 TYPES OF REIMBURSEMENT FOR COURT TIME** 

t.t'J.a~ ua.1:: 
Population Number of for each Guaran- Actual Given 
gl70up municipalities court teed time in time Other 

in zroup* appearance minimum court off 

1- 2,500 22 (7) 4 2 1 
2,501- 5,000 39 (17) 9 7 1 
5, OOJ.-lO, 000 20 (17) 4 2 9 2 

10,001-15,000 9 (9) 2 3 3 1 
15,001-20,000 3 (3) 2 
20,001-25,000 3 (3) 1 
25,001-50,000 2 (2) 1 1 1 
50,001 & over 1 (1) 1 1 1 

Total 99 (59) 22 6 23 4 4 

*Number in parenthesis indicates number of respondents in class. 
**Does not apply to District Court •• 

Recommendation No.9 THAT DEPARTMEN1'S PROVIDE REIMBURSEMENT 
TO OFFICERS WHO MUST SPEND OFF-DUTY TIME SERVING AS WITNESSES 
IN COURT. 

Holidavs, Vacations, and LeaveR of Absence 

It is standard practice for municipalities to provide time off with 

pay to its employees for holidays. The number of holidays with pay 

granted varies from the traditional aix holidays -- New Year's, 

Memorial Day, Fourth of July, Labor Day, Thanksgiving, and Christmas 

to as ma:.:~y as ten. 

The granting of holidays to some municipal employees may present 

some problems but the granting of them to police officers may be 

I 
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impractical. The administration of holiday leave for the police has 

special problems. It is often necessary to have many officers working 

on a holiday. This is particularly true of holidays such as the New 

Year's, Fourth of July and Labor Day periods. Often, heavy personnel 

coverage is provided for not just the holiday but for several days with­

in the period of time. During such periods the volume of traffic and/or 

incidents may be greater. There is also the potential for civil disorder 

erupting during such periods as. these where people are not attending to 

their regular a~tivities and where there exist parties and other gather-

ings of people. 

It is recognized that the nature of police service would dictate a 

full-force personnel commitment during su.ch times. 

The important point is that policemen must be given. compensatory 

time for the. number of holidays they work. The practice varies through-

out the country. 

Table 41 shows the number of days granted patrolmen for holidays. 

TABLE 41 NUMBER OF DAYS GRANTED PATROLMEN FOR HOLIDAYS 

Population Number of 
group municipalities Days 

in grouo* 
1- 2,500 22 (6) 9.3 

2,501- 5,000 39 (24) 6.7 
5,001-10,000 20 (15) 8.1 

10,001-15,000 9 (9) 7.6 
15,001-20,000 3 (2) 9 
20,001-25,000 3 (3) 8.3 
25,001-50,000 2 (2) 6.5 
50.001 & over 1 (1) 9 
Total 99 (62) 

Avera~e 7.5 

*Number in parenthesis ind~cates number of respondents i. 
class. 
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Sixty two departments reported an average 7.5 number of days granted 

for holidays with the range.of time granted for holidays being from six 

to ten days. 

Recommendation No. 10 THAT MUNICIPALITIES PROVIDE AS 
MANY COMPENSATORY DAYS OFF TO POLICEMEN AS ARE GIVEN 
OTHER MUNICIPAL EMPLOYEES FOR HOLIDAYS. 

1\ Annual leave or vacation with pay has been an established benefit 

" 

o 
f/' 

for municipal employees. Annual leave is beneficial to employee and 

employer alike. First, annual leave provides the employee with rest 

and a change from the job. Second, a liberal annual leave is one of the 

, inducements a municipality can offer a police candidate. It also serves 

as a retention incentive for senior officers. Third, police officers 

may perform the duties of other officers who are on leave. This practice 

may provide them with an opportunity to demonstrate skills other than 
... 

, those they normally use and provide the department with a basis for 

: evaluating the potential of these officers. 

Table 42 shows those municipa1iti,es providing annual leave or 

! vacation for their officers. 

,~" , 

,'9 '~, 
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TABLE 42 DEPARTMENTS HAVING ANNUAL LEAVE POLICIES 

Population Number of Leave No leave 
group municipalities policies policies 

in gro,!p* 
1- 2,500 22 (16) 11 5 

2,501- 5,000 39 (34) 25 9 
5,001-10,000 20 (20) 17 3 

10,001-15,000 9 (9) 8 1 
15,001-20,000 3 (3) 2 1 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 
50 001 & over 1 (1) 1 
~a1 99 (88) 6S 19 

*Number in parenthesis indicates number of respondents in 
class. 
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Nineteen municipalities in the small population groups do not provide 

annual leave for officers. 

Types and lengtb of annual leave can be computed in a number of 

Each has its advantages and disadvantages. 
Annual leave may be 

ways. 

expressed in terms of numbers of weeks per year, numbers of work days in 

a year, or in work days per month. If expressed in calendar days per 

month no consideration is given to non-work days or hol~days falling 

within the annual leave period. 

The wording may be: "Annual leave with pay shall accrue at the 

rate of one working day for each full calendar month of service." This 

policy has certain advantages. It states that an officer accumulates 

annual leave as the year progresses. If he is separated from police 

service at' a certain time his annual leave days which are due can be 

easily and accurately determined. 

After establishing an annual leave and the method by which it is 

computed other decisions must be made. Fi,rst, is the length of the 

annual leave to be in relation to the length of police service? Some 

municipalities grant extra leave for officers with lO or more years of 

service. Second, who shall be given annual leave? Will it be the 

officers in a probationary or temporary status as well as regular 

t 
\ 

j 
"I 

officers? rhird, how long must a new officer serve before being eligible 

for leave? If a leave is for the purpose of providing rest and a change i "I 
i l 

Fourth, to! 1 
from the job a new officer should be entitled to some leave. . I .. ; 

i .~ 
It is doubtful that anYl ~ 

1 f< 

if 

department should allow an officer to accumulate leave exceeding that t \ 

To allow officers to I j 
what extent may officers accumulate their leave? 

which would normally accrue in a two year period. 

I"! 
\\i!! 
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accrue leave indefinitely may make the departmental administration of 

art annual leave policy very difficult. Fifth, will the annual leave 

policy state the officer's pay entitlements owing to accrued leave in 

case of resignation, involuntary termination of service, or death? It 

is proper that officers or their estates be compensated in such cases 

for unused leave. 
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Table .43 shows, by population group, the average number of weeks 

given annually for leave to those officers having served fewer than ten 

years. 

TABLE 43 ANNUAL LEAVE TIME GFANTED WITH NOT MORE THAN 10 YEARS SERVICE 

Population Number of Average number ,weeks per year 
group municipalities 

in group* 1 2 3 

1- 2,500 22 (11) 1 9 1 
2,501- 5,000 39 (25) 6 16 3 
5,001-10,000 20 (17) 1 14 2 

10,001-15,000 9 (8) 8 
15,001-20,000 3 (2) 2 
20,001-25,000 3 (3) 3 
2S', OOl-SO, 000 2 (2) 2 
SO,OOl & over 1 (1) 1 

Total 99 (69) 8 5S 6 

*Numb er in parenthesis indicates number of respondents in class. 

Two weeks per year is the most common annual leave time granted to those 

officers with not more than 10 years se~lice. Eight small municipalities 

granted no more than one week. Only six municipalities granted thre,e 

weeks. 

The municipal administration must establish the leave policy but 
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the administration of the policy rests with the police chief. In the 

larger departments regulations are necessary regarding the takLug of 

leave. In the smaller departments a more informal arrangement is per-

haps more practical. 

Recommendation Noll THAT MUNICIPALITIES ESTABLISH AN 
ANNUAL LEAVE POLICY WITH PAY PROVIDING: 

(1) THAT POLICE OFFICERS RECEIVE EQUIVA~ 
LENT LEAVE TO THAT GIVEN OTHER MUNICIPAL EMPLOY­
EES, 

(2) THAT AT LEAST TWO WEEKS ANNUAL LEAVE BE 
GRANTED FOR REST AND RELAXA':FION 

(3) THAT NO MORE THAN TWO YEARS or ACCRUED 
LEAVE BE PERMITTED, AND 

(4) THAT PAY ENTITLEMENTS OWING TO ACCRUED 
LEAVE BE GRANTED TO THOSE OFFICERS WHO FOR ANY 
REASON LEAVE POLICE SERVICE 

A leave of absence is that authorized, long or short te~ leave 

which may be granted for the following reasons: (1) military service; 

(2) formal education; (3) personal grounds and (4) sickness or injury. 

These leaves of absence may be granted with or without pay and may 

extend from a few days to several years. It is usually necessary to 

have formal regulations regarding leaves of absence. Employees should 

know under what cond'itions they may quaiify for such an absence, whether 

the absence will be with or without pay, and for how long the absence' 

may be granted. 
, l 

Table44 portrays the number of municipalities providing leaves of 

absence. 

i 
1 
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.1 
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TABLE 44 MUNICIPALITIES PROVIDING A LEAVE OF ABSENCE POLICY 

Population Number of Provides for Does not 
group municipalities leave of provide for 

in 2roup* absence leave of absence 

1- 2,500 22 (15) 2 13 
2,501- 5,000 39 (33) 2 31 
5,001-10,000 20 (20) 5 15 

10,001-15,000 9 (8) 2 6 
15,001-20,000 3 (3) 1 2 
20,001-25,000 3 (3) 2 1 
25,001-50,000 2 (2) 2 
,50,001 & over 1 (1) 1 

Total 99 (85) 17 68 

*Number in parenthesis indicates number of respondents in class. 

Only 17 departments provide such a policy. A majority of smaller 

municipalities do not provide leaves of absence. There are definite 

advantages both to the municipality alnd to the police officer for having 

such a policy. The individual may have a sense of job security if he 

realizes that the municipality has provided for certain exigencies. The 

municipality benefits from such ~ policy indirectly because of the officer's 

sense of job security and directly because it may not have to retrain new 

personnel for the duration of the absence. 

Reasons for the granting of leaves of absences among those seventeen 

responding departments are shown on Table 45. 

" l 

j 
! 
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TABLE 45 REASONS FOR LEAVES OF ABSENCE 

Number of Military Formal Personal Other Population 
muu'icipalities service education business group 
in grol.!P_* 

1- 2,500 22 (2) 1 2 
2,501- 5,000 39 (2) 2 2 
5,001-10,000 20 (5) 4 1 2 1 

10,001-15,000 9 (2) 2 1 
15,001-20,000 3 (1) 1 1 
20,001-25,000 3 (2) 2 1 1 1 
25,001-50,000 2 (2) 1 
50,001 & over 1 (1) 1 1 

._-

Total 99 (17) 14 3 6 5 

. ." .t *Number 1n parenthes1s 1nd1cates number of responden s in class. 

Military service is the reason most ci.ted for the granting of absences. 

Personal business and formal education followed, with others citing 

reasons of sickness and injury. 

All are valid reasons for the authorizing of absences and are 

important to the recruitment and retention of policemen. 

A leave of absence for military service may be for short periods of 

training for reserve personnel or for active military service caused by 

conscription. Absences for military training may be granted with or 

without pay. It must be remembered that the officer in a military 

training status is being paid for his service. Absences granted for 

long periods ca.used by conscription should always be without pay, but 

they should carry re-employment rights at the equivalent grade. Milita~y 

service should not be considered as accrued service for retirement. 

For reserve personnel or National Guardsmen frequent local meetings may 

present a problem. Written policies should be developed for such 

~ ;=;;==ttrmm==:===nr=n:ur .......... ·• 
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activities. 

Anyone interested in furthering his knowledge by formal education 

should be allowed to do so. Absences should be authorized for such 

purposes. Leave with pay is justified if the department is sponsoring 

the officers attendance at conferences or short courses. No pay is 

justified for an officer who wishes to return to school on his own for 

formal education. In such a case the municipality may grant leave without 

pay with the understanding that the employee return to his former position 

upon completion of course w()xk. 

Absences are, and should be, grantE~d for personal reasons. These 

are usually short absences and are requested when an officer does not 

have sufficient accrued leave or wishes to extend his absence beyond his 

accrued leave. The personal reasons normally include death and illness 

in the family. Such reasons could be considered emergency leaves. If 

they are I'.Ot granted a serious morale problem may be created. 

Rer.:l.sons of sickness and injury are those for which a leave of 

absence may be authorized. 

Table 46 shows the number of departments providing for annual sick 

leave. 

I 
J 
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TABLE 46 DEPARTMENTS PROVIDING ANNUAL' SICK LEAVE 

Population Number of Provide Do not 
group municipalities sick provide 

in ~roup* leave sick leave 

1- 2,500 22 (16) 4 12 
2,501- 5,000 39 (36) 26 10 
5,001-10,000 20 (20) 18 2 

10,001-15,000 9 (9') 8 1 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 
50,001 & over 1 (1) 1 

Total 99 (90) 65 25 

*Number in parenthesis indicates number of respondents in class. 

Many of the smaller departments do not pro'l7ide for sick leave but it is 

just as important for 'Chem to provide this benefit as it is for the 

larger departments to do so. 

Table 47 shows that most departments providing sick leave establish 

a fixed day limit per year for 'such absences. 

TABLE 47 TYPES OF ANNUAL SICK LEAVE PLANS 

-
Population Number of No limit Day limit per 
group municipali ties per year year (computed) Other 

in group* in davs 
1- 2,500 22 (4) 4 

2,501- 5,000 39 (26) 4 21 1 
5,001-10,000 20 (18) 1 14 3 

10,001-15,000 9 (8) 5 3 
15,001-20,000 3 (3) 3 . 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (1) 1 
5°1°01 & over 1 (1) 1 
Total 99 (64) 5 .... . 51' ~ , . : : : : ':8. 

, 

*Number in parenthesis indicates number of respondents in class • 

. > 
"wns 

Those departments providing limits per year range from one to twenty­

one days. Only five departments have no sick leave limit. Eight 

departments provide other sick leave arrangements. Most of these 

provide for a limited number of days per year but allow for a maximum 

accruab1e limit. A liberal policy of absences should be established 

'for service incurred sickness and injury where the incapacitation 

exceeds that normally allowed. 

Leaves may be ~mportant to the health and welfare of police 
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officers. The provision for them ~ . serve as an inducement in recruit-

ing and retaining qualified personnel. 

Recommendation No. 12 TF~T MUNICIPALITIES PROVIDE 
LEAVES OF ABSENCES FOR AT LEAST THE FOLLOWING 
REASONS: MILITARY SERVICE, FOro-rAL EDUCATION, 
PERSONAL GROUNDS AND EMERGENCY, AND SICKNESS AND 
INJURY. 

Health and Insurance Plans 

In this section of the chapter consideration will be given to 

life, accident or health, and liability :lnsurance plans. 

Owing to the distinctly hazardous nature of police work munic­

ipalities must give attention to insur:1.ng their officers Nith life 

insurance. 

Table 48 shows that 52 departments have some kind of life and/or 

accident/health plan in effect. 

::.: I 

I 
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TABLE 48 LIFE, ACCIDENT, AND HEALTH INSURANCE PLANS 

-
Population Number of Plans Employee Costs shared 
group municipalities available pays all by department 

in .E.rou~* and employee 

1- 2,500 22 (12) 5 1 4 
2,501- 5,000 39 (27) 22 q 18 
5,001-10,000 20 (14) 14 4 10 

10,001-15,000 9 (7) 6 3 3 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (3) 2 1 1 
25,001-50,000 2 (2) 2 1 1 
50,001 & 'over 1 (1) 1 1 

Total 99 (64) 52 14 41 

*Number in ps,renthesis indicates nun ber of re~pondents in c1as 

In 41 departments the maintenance or costs of such plans are shared 

equally by the officer and the municipality. Fourteen departments 

require the officers to pay the costs of such plans. 

expect to give their lives in the performance of As officers may 

s, 

1i approximately equal to their annual their duties, a life insurance po cy 

cOD.sidered an inducement to recruitment, and to retention, salary could be 

Reconnnendation No 13 THAT MUNICIPALITIES. PROVIDE POLICE 
OFFICERS WITH A LIFE INSURANCE PLAN APPROXIMATELY 
EQUIVALENT TO THEIR ANNUAL SALARY. 

Health or accident insurance is one normally providing hospital, 

surgical, and medical benefits to its insured. As Table 48 showed over 

i d d a plan including health and/or 50 per cent of Maine departments prov e 

life insurance coverage to its officers. Benefits of the health/accident 

plan are ordinarily based on per-day expenses up to a maximum amount. 

"' 1 .~.~ 
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Plans usually cover a prescribed number of days of hospitalization. 

Plans are provided by commercial insurance companies and Blue Cross/Blue 

Shield plans are available to municipalities. 

The development of hospital, surgical and medical insurance for 

municipal employees is a technical matter. A municipality desiring to 

adopt a plan for its police should ~onsult with insurance specialists. 

Such experts can provide maximum coverage within the budget limitations 

of the municipality. 

Recommendation No14 THAT MUNICIPALITIES PROVIDE POLICE 
OFFICERS A FULL COVERAGE HEALTH/ACCIDENT PLAN FOR 
HOSPITAL, SURGICAL, AND MEDICAL EXPENSES. 

Allothe.r much needed insurance plan is that: providing liability 

insurance for false arrest, assault and battery and false imprisonment. 

Subject to the terms, conditions, and limitations, the insurance covers 

the insured officer against loss by reason of liability imposed by law. 

Normal limits of liability usually range from $5,000 to $200,000, per 

officer.
l 

Municipalities may insure their officers for a $200,000 

maximum limit with most companies for approximately 25 dollars per 

officer per year. 

There are 29 departments providing such insurance to their officers. 

iBased upon underwriters limits of liability of the National 
Police Officers Association of America. 

, 
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TABLE 49 MUNICIPALITIES PROVIDING LIABILITY INSURA1lCE FOR FALSE ARREST, 
ASSAULT AND BATTERY AND FALSE IMPRISONMENT 

-,-
Population Number of Providing Not providing 
group municipalities insurance insurance 

in ~roup* .-' 
1- 2,500 22 (15) 5 10 

2,501- 5,000 39' (34) 11 23 
5,001-10,000 20 (20) 9 11 

10,001-15,000 9 (9) 4 5 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 
50,001 & over 1 (1) 1 

Total 99 (87) 29 58 

*Number in parenthesis indicates number of respondents in class. 

award should an officer be found liable for his tortious or negligent 

acts in a civil suit. 

Table 50 points out the types of liability insurance plans in 

effect. 
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TABLE 50 TYPES OF LIABILITY INSURANCE PROVIDED 

--
Population I Number of Group Individual group municipalities plan policy 

in ~roup* 

1- 2,500 22 (5) 1 4 2,501- 5,000 39 (10) 6 4 
5,OOl-1O~.00O 20 (7) 3 4 

10,001-15,000 9 (4) 1 3 
15,001-20,000 3 (0) 
20,001-25,000 3 (0) 
25,001-50,000 2 (0) 
50,001 & ove+ 1 (0) 

Total 99 (26) 11 15 - . *Number in parenthes~s indicates number of respondents 
in class. 

More departments have the individual plan than have the group plan. In 

the individual plan a policy is made out in each officerts name. There 
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is a certain psychological feeling of security associated witl this plan. 

For this reason it is considered better as it has an individua . character 

to it. Eleven municipalities, however, provide a group plan for all of 

its officers. Normally, the plan allows a certain limit of coverage to 

anyone officer. 

Providing liability insurance to police can serve as a recruitment 

and retention incentive. 

Recommendation No15 THAT MUNICIPALITIES PROVIDE POLICE 
OFFICERS WITH INDIVIDUAL LIABILITY INSURANCE POLICIES 
COVERING THE INSURED AGAINST LOSS BY REASON OF LIABILITY 
IMPOSED BY LAW BY REASON OF FALSE ARREST, ASSAULT AND 
nATTERY~ AND FALSE IMPRISONMENT. 

• 
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Retirement and Retiremp.nt Plans 

The feeling of security may expel anxieties which can impede the 

efforts of police officers. A retirement system enables the municipality 

to maintain standards of proficiency by separating old and/or disabled 

officers from police service with provisions for their welfare. This is 

particularly important in a police department where age and disability 

can impare the police mission. When policemen become old, disabled or 

die in the performance of their duties the community should have an ob­

ligation to provide sufficient funds to administer to their welfare or 

their dependents' needs. The retirement fund, like social security, can 

providle for both retirement income and death and disability benefits. 

Retirement planning for policemen is a widely accepted personnel 

practice among the municipal departments. 

Table 51 shows the number of municipalities providing retirement 

plans. 

TABLE 51 MUNICIPALITIES PROVIDING POLICE RETIREMENT 

Population 
group 

1· 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000! 
25,001-50,000 
50,001 & over 

Total 

Number of 

22 
39 
20 

9 
3 
3 
2 
1 

99 

(15) 
(37) 
(20) 

(9) 
(3) 
(3) 
(2) 
(1) 

(90) 

provide 
for 
retirement 

9 
29 
17 

8 
3 
3 
2 
1 

72 

Do not provide 
for 
retirement 

6 
8 
3 
1 

18 

*Number in parenthesis indicates number of respondents in class. 
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In all, 72 departments proVide some kind of retirement to their officers. 

However, it is significant to note that 18 smaller departments do not 

provide any retirement. 

Table 5Z shlJws the number of municipalities providing for survivors' 

benefits. 

TABLE 52 RETIREMENT PLANS WHICH PROVIDE FOR SURVIVORS BENEFITS 

Population 
group 

1- 2,500 
2,501- 5~000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,,001-25,000 
25,001-50,000 
50,001 & over 

Total 

Number of 

22 
39 
20 

9 
3 
3 
2 
1 

99 

(11) 
(22) 
(17) 

(8) 
(2) 
(3) 
(2) 
(1) 

(66) 

Provide 
benefits 

6 
14 
14 

6 
1 
2 
2 
1 

46 

Do not provide 
benefits 

5 
8 
3 
2 
1 
1 

20 

*Ntmber in 'parenthesis indicates number of respondents in class 

From this table it is significant to note tbat one-fifth of the depart­

ments do not provide in any way for survivord benefits. For hazardous 

employment such benefits are considered proper. 

Retirement can provide for (1) savings usually at interest compounded 

annually which may be matched in some way by the municipality; (2) guar­

anteed income in case of disability; (3) dependents' benefits in case 

of death before retirement age; and (4) an opportunity to retire before 

the maximum retirement age. Another benefit is the transferability of 

social security among municipalities having such a plan. Obviously, mun-

t 
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icipalities providi,ng both a municipal or state retirement plan and .social 

security may provide their officers with very liberal benefits. 

From the municipal standpoint a retirement system may be expected 

to decrease the cost of maintaining the unsuitable officer by retiring 

him instead of retaining him on salary, to provide for promotional pros-

pects of those within the department, and to attract and retain in police 

service those who realize the importance of old age, security, and death 

and disability benefits. As the officer gathers equity in a retirement 

plan he may also he less inclined. to leave a jurisdiction. The munici­

pality, by providing these incentives may retain the experienced officers 

and exercise its control over them more efiective1y. 

There is no standard type or form of retirement plan. A plan accept-

able to one jurisdiction may not be acceptable to another. 

Table 53 shows the number and the types of retirement plans in effect t 

TABLE 53 TYPES OF RETIREMENT PLANS IN EFFECT 

Population Number of Social Municipal State Other 
group municipalities 

in rou * 
1- 2,500 22 (9) 

2,50.L- 5,000 39 (29) 
5,001-10,000 20 (17) 

10,001-15,000 9 (8) 
15,001-20,000 3 (3) 
20,001-25,000 3 (3) 
25,001-50,000 2 (2) 
50,001 & over 1 (1) 

Total 99 (72) 

security retirement retirement 

8 
25 
11 

5 
3 
1 

53 

2 
1 

1 
1 
1 

6 

3 
13 
14 

6 
2 
3 
2 
1 

44 

*Numb~r in parenthesis indicates number of respondents in class. 

2 

2 

4 . 

Over half the departments have social security and nearly half pro~ 

-~-----.. -

vide thear employees with the state retirement plan. Only six provide 

a municipal retirement plan.. Others are diverse including individual 

member option plans. 
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The most important problems facing the municipality in the formula­

tion of a retirement program result directly from the number of police 

officers to be covered. 1 Municipalities ~~th fewer than 300' employees 

should consider joining a state retirement system rather than establish 

their own. 2 

The statewide retirement plan is a solution to the problem confront­

ing sma1~ municipalities. Under this plan local jurisdictions have the 

plan centrally administered by the state, combining mortality and disa­

bility risks and pooling funds for investment purposes. 

M~nicipal governmental employees became eligible for federal soci~l. 

security in 1954. The amendment to the Social Security Act expanded 

social security coverage on a voluntary basis .to municipal employees 

whether or not they were covered by another system. 

The basis for retirement should be prescribed l.'n h t e retirement plan. 

The conditions for such. retirement are usu.a11y the 1 comp etion of a. certain 

number of years service on the force , 
a combination of ag~ and service. 

the attainment of a certain age or 

Table 54 shows the number of conditions for retirement in 57 de­

partments. 

1 Municipal Finance 
Canada Retirement Plans 
1958, p. 18. ~ 

Officers Association of the United States and 
for Public Emp10yees~ Chicago, The ASSOCiation, 

2International City Managers Association. Municipal Police 
Administration, Chicago, The Association, 19611~.~~~~~~~ 
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TABLE 54 BASIS FOR RETIREMENT . 
I 

Number of Total years Combination of Population 
municipalities service Age service and age group 
in gro,up* 

1- 2,500 22 (7) 6 1 

2,501- 5,000 39 (19) 5 6 8 

5,001-10,000 20 (15) 4 3 8 

10,001-15,000 9 (8) 2 6 

15';001-20,000 3 (2) 1 1 

20,001.';"25,000 3 (3) 1 2 

25,001-50,000 2 (2) 2 
1 50,001 & oll?,r 1 (1) 

--- -'/ 
,/ 

15 29 Total 99 (57) 13 
b\, 

/1 I 

class. , . es ondents in *NumbJ:C lon parentheslos indicates number of r p 

r- / f' . l'ties require some combination of age and ., ________ ~le .1.~_t_gest number 0 munloclopa lo 

service for retirement eligibility. About one-seventh of the departments 

1 h tt i t of a certain age or on the permit retirement sole y on tea a nmen 

completion of a certain number of years of service. 

From the municipal standpoint it is undesirable to permit police 

officers to retire after a fixed period of service regardless of age. 

In addition to the larger cost involved, this provision :i.s objectionable 

because it defeats the purpose of the retirement plan to provide substan~ 

tia1 benefits at old age. The retirement benefits should be considered 

as a provision for old age and not necessarily as a reward for service. 

The fixing of an age at which police officers can or must retire is 

a difficult problem. The time when paHce officers may become inef£ect:­

ive because· of oJ.d age may be different from other occupations. Police 

work normally ,calls for greater vigor than that required in some other 
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occupations in public employment. For this reason an early age of re-

tirement may be proper. 

Table 55 shows 'the number of municipalities which have age limits 

for retirement. 

TABLE 55 INCIDENCE OF MANDATORY AND NON-MANDATORY AGES FOR RETIREMENT 

Population Number of No mandatory Mandatory age 
group municipali ties age limit limit 

in group* 

1- 2,500 22 (12) 9 3 
2,501- 5,000 39 (34) 25 9 
5,001-10,000 20 (18) 12 6 

10,001=15,000 9 (8) 1 7 
15,001-20,000 3 ''1\ 

\..J/ 1 2 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 
50,001 & over 1 (1) 1 

Total 99 (81) 48 33 

. *Number in parenthesis indlocates number of respondents in class • 

Only 33 departments have a roandatory age limit for retirement. 

An acceptable practice in retirement planning is to establish a 

minimum age at which police officers may retire voluntarily. As the 

maximum age for retirement is normally an arbitrary age figure a minimum 

retirement age allows a certain flexibility for the individual. 

A compulsory retirement age is a justifiable aid to the municipality 

in meeting personnel objectives. There may be individuals who would not 

or could not recognize their deficiences owing to old age and other 

factors. A compulsory retirement prov:f.sion eliminates judgments concern­

ing fitness which necessarily would have to be made without a compulsory 

retirement provision. 
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Table 56indicates the number of municipalities having a minimum and 

maximum retirement age. 

. 
TABLE '56 MINIM'ill1 AND MAXIMUM AGES FOR RETIREMENT 

Po 
gr 

pu1ation 
oup 

1 
1 
2 
2 
5 

1- 2,500 
2,501- 5,000 
5,001-10,000 
0,001·-15,000 
5,00J.-20,000 
0,001-25,000 
5,001-50,000 
0,001 & ov'ar 

T ota1 
Average 

, 

Number of Average 
. municipalities minimum 
in gl'o'Up* 

22 (2) 52.5 
39 (10) 49.7 
20 (6) 58.7 

9 (5) 48.6 
3 (1) 55 
3 (3) 56.7 
2 (1) 55 
1 (1) 55 

99 (29) 
55.1 

Average 
maximum 

65 
63 
67 
62 
60 
61.7 
60 
60 

63.1 

, 
'1INumber in parenthesis indicates number of responden1;s in class. 

Among 29 departments the range was from a minimum retirement age of 48 to 

a maximum retirement age of 67. 

Extensions beyond a compulsory retirement age may be made for those 

o'fficers who cannot be replaced easily or who have special talents and 

·abi1ities. Some plans permit extensions beyond the compulsory retirement 

age upon request of the employee and/or the municipality. 

Small municipalities may have to give careful consideration to pro­

viding extensions to compulsory retirement. Their recruitment and reten-

tion problems are different from those of the larger municipalities. 

Their need f9r experienced and capable officers is as great, too, as they 

need individuals who bring proficiency to police work. 

Police officers should be permitted to retire after completing a 
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certain number of years of service and after attaining a certain minimum 

age. It may not be advantageous to the municipality to retire officers 

before age 55. Additionally, all officers should complete at least 25 

years of service to be eligible. They should be required to retire at 

age 65 unless special permission is given them to continue in office. 

The cost of a retirement plan depends upon varying factors such as 

types of benefits, amount of benefits, and the conditions imposed under 

the retirement plan for the payment of benefits. Other factors include 

turnover~ mortality~ and disability among the group to be covered. 

Based upon the experience of a large number of retirement plans in 

operation for many years certain approximations may be made of the cost 

of a retiTement plan. A plan covering retirement from and after age 60 

with full benefits including retirement equal to 1.5 per cent of average 

salary ti.mes the number of years of credited service, some disability 

and death benefits can be established and maintained at an approximate 

service cost of 10 to 15 per cent of a.nnual payroll. Such a plan 

embraces actuarial principles and provides for accumulation of reserves 

to meet accruing liabilities. 1 

In the non-contributory .retirement plan the municipality pays the 

entire cost of benefits. This may be objectionable. From a psychologjcal 

viewpoint the plan is unacceptable because the impression is created 

that officers are receiving benefits without any cost on their part. In 

times of financ:i.al stress or in times when politics may dictate certain 

personnel policies the municipality may decide to lower benefits. It is, 

-----.. ----------------------------------------------------------------------------------------
~unicipal Finance Officers Association of the US and Canada, 

Retirement Plans for Public Employees, Chicago J The Association,p. 12. 
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therefore, desirable that the cost of a retirement plan be borne by the 

municipality and the officers in certain agreed upon proportions to 

insure its successful operation. 

In the contributory retirement plan the officers pay all the required 

costs. This plan may be objectionable~ It ignores the position of the 

municipality as employer. The financial burden may be so large that 

officers are unable to afford an adequate schedule of benefits. This 

plan then may defeat the retirement plan altogether. 

The joint-contributory· plan is considered best. Such a plan recog­

nizes that retirement provisions are beneficial to employee and employer 

alike. Participation can and should be made compulsory. 

Contributions by emplo~r~es are usually stated in te!rms of a percent­

age of salary. The percentage may be uniform for all employees or it 

may vary with the employee's age. Variations may be made for entrance 

age. The more time one has to contribute the less he may have to pay 

regularly to receive the specified benefits. 

In Maine 50 departments ~eported their members contributed five per 

cent of their salary to the retirement plan. A common method for joint 

contributions is that providing officers to contribute an equal amount 

to that which the muni(!ipality contributes. 

Some Maine municipalities allow pension payments which vary from 

roughly one-quarter of base pay at retirement age to one-half pay at 

retirement age. 

Table 57 points out the percentage of salary which 36 departments 
~ 

provide their officers who retire at the maximum retirement age. 

TABLE 57 PERCENT Of SALARY AT MAXIMUM RETIREMENT AGE 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15;001-20,000 
20,001 ... 25,000 
25,001-50,000 
50,001 & over 

Total 
Average 

Number of 
municipali ties 
in * 

22 (3) 
39 (8) 
20 (11) 
9 (7) 
3 (2) 
3 (3) 
2 (1) 
1 (1) 

99 (36) 

Average percent of 
salary by group 

24.3 
43.5 
44.4 
32.6 
50 
50 
50 
50 

41.3 

*Number in parenthesis indicates number of respon­
dents in class. 
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Among the 36 departments the average benefit at the maximum retirement 

age is 41 per cent of salary. 

If the municipality also offers social security to its members, the 

social security benefit may be provided in aadition to the retirement 

plan at the social security retirement age. 

Table 58 shows that six municipalities in Maine which provide social 

security to their members have a way of adjusting a. retirement plan for 

the purpose of coordinating its benefits with the old age and survivors 

insurance provisions of the Social Security Act. 

I. 
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TABLE 58 MUNICIPALI'l~IES UNDER SOCIAL SECURITY WHICH ALTER ANOTHER 
RETIREMENT PLAN AT THE SOCIAL SECURITY RETIREMENT AGE 

Population Number of Do not 
group municipali ties Alter alter 

in group* 

1- 2,500 22 (10) 2 8 
2,501- 5,000 39 (26) 3 23 
5,001-10,000 20 (14) 14 

10,001-15,000 9 (6) 1 5 
15,001.-20,000 3 (I) 1 
20,001-25,000 3 (1) 1 
25,001 ... 50,000 2 (0) 
50,001 & over 1 (0) 

'rotal 99 (58) 6 52 

-

*Number in parenthesis indicates number of respondents in class. 

It is important to note that 52 departments do not alter any retirement 

plan they may have when social security benefits are paid to. members. 

Some of these departments also provide a substantial retirement plan. 

The offset method is the common means of adjusting a retirement 

plan among the six departments which do alter its plan at the social 

security retirement age. This is a method of intesration. Under this 

plan the member has his retirement plan fully or partially reduced to 

account for the benefits he receives from social securi.ty. 

Careful consideration must be given to the establishment of a re-

tirement plan. Any plan must necessarily meet individual employer and 

employee needs. 

A method which may work in establishing a retirement plan is to form 

a committee representing police officers, the municipal admin.istration, 

and the municipal legislative body. This committee should be authorized 
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a sufficient budget to consult with an actuary in penSion matters and to 

consult with an attorney for legal advice in drafting the nece.ssary 

legislation. 

Recommendation No 16 THAT THE MUNICIPALITY CONSIDER THE 
FOLLOWING IN THE ESTABLISHMENT OR REVISION OF A RETIRE­
MENT SYSTEM FOR POLICE OFFICERS: 

(1) PROVIDE FOR MUNICIPAL OR STATE RETIREMENT AND 
SOCIAL SECURITY~ 

(2) bFFICERS BE PERMITTED TO RETIRH AT THE COMPLE­
TION OF 25 YEARS SERVICE AND COMPELLED TO RETIR~ AT AGE 65; 

(3) THAT EXTENSIONS BEYOND COMPULSORY RETIRmmNT BE 
MADE ONLY WHERE ABSOLUTELY NECESSARY AND THAT THEY BE 
MADE ON A YEAR-TO~YEAR BASIS; AND 

(4) OFFICERS NOT BE PERMITTED TO RETIltE WITH FEWER 
THAN TWENTY-FIVE YEARS SERVICE. 

i-
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CHAPTER V 

RECRUITMENT, EXAMINATION, PLACEMENT, AND PROBATION 

The intent of this chapter is to appraise the recruitment process, 

the examination and selection of police applicants and their probation 

in the organized municipal departments. 

Hiring policemen might be considered to be a tri.ple-faceted process: 

recruitment, selection, and placement. This chapter will delineate methods 

now employed by respondents in this process. From the available data 

and from comparisons with good personnel practices conclusions will be 

drawn and recoMuendations made with a view toward improving the quality 

of this process. 

Recruitment Problems 

There exi,sts the notion. in many parts of the United States that 

police employees are unqualified, unknowledgeable, and underworked. This 

in fact, mayor may not be true; however, it is hardly surprising that a 

large proportion of the citizenry has had little interest in joining the 

ranks of a group that is so indicted. A way to alleviate this notion is 

by personal contact and written or printed materials used for recruitment. 

These methods may serve as opportunities to tell potential applicants and 

large numbers of other citizens about the necessary qualifications needed 

and possibly of the services provided by the municipality. 

Table 4, ante, shows that 36 departments are now operating below 

authorized personnel strength. This represents 36% of all departments 
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and is a significant figure. EVen more important is the fact that the lar-

gest municipalities have a higher incidence of operating below author­

ized strength than do the smallest. As pay and other requirements for 
1 

selection are not that disparate among the eight population groups,it 

may be that other factors affect the recruiting effort and account for 

so many departments operating below authorized strength. To look at 

this problem historically, it is noticed that 31 departments or 31.6 

per cent of those responding usually operate below authorized personnel 

strength. (See Table 5.) To further emphasize this point an average 

of 2.3 off:i.cers from 36 respondents ar,e needed to bring unders trength 

departments to fully authorized strength. Thus, 84 officers are needed 

to bring Maine departments up to strength. These 84 officers represent 

approximately 10% of the authorized police personnel strength. The fact 

that Maine is operating at 10% below total authorized personnel strength 

should suggest that recruitment is a problem. 

In 1964, 1965, and 1966 there were 2.3 officers among 54 departments 

leaving police service. Table 59 shows the number of police officers 

recruited and appointed in the same years. 

1 
See Tables 25, 71, 72, 73, 74, and 65. 

l'" 
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TABLE 59 NUMBER OF OFFICERS RECRUITED AND APPOINTED TO POLICE SERVICE 

Population 
group 

1- 2,500 

Number of 
municipalities 
in group* 

22 (10) 

Years 
Average number 
of officers 

1964 1.3 
1965 1.5 

_-".--__ .,.---+--~-~~-'-. _-I-....::l::.::9~6.::;6. ___ --I __ --::2.=.;.1=--__ _ 
2,501- 5,000 39 (15) 1964 1 

1965 1.3 
1966 1.7 

5,001-10,000 20 (11) 1964 1.9 , 
1965 2.2 
1966 1.9, 
1964 2~6 10,001-15,000 9 (8) 
1965 1.8' 
1966 2.3 f i 

15,001-20,000 3 (2) 1964 1 .. " . 

1965 2 
1966 ______ +-__ ~3 ___________ ~'i 

-2-0-,0-0-1---25-,-0-0-0 -~--~3 --~(':"':3):-----l--i964 3 
1965 1.5 k 
1966 3 , 

25,001~50,000 2 (2) 1964 2.5 
1965 3 
1966 '3.5 

50,001 & over 1 (1) 1964 5 
1965 10 . . 

1966 9 
99 (52) Total 1964 1.8 

1965 1.6 
':. 

1966 2.2 

*Number in parenthesis indicates number of respondents in class. 

This means that for an average year 20 more officers leave police employ·" 

ment than are recruited. This fact more than any other points out the" 

necessity for a recruitment policy and effort which can overcome chis 

de ficiency • 

Table 60 shows the number of police officers expected to be 

through 1975. 
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It appears that the number would average 2.3 officers for 52 agencies. 

This represents a total annual average of 120 officers which may be ex­

pected to be recruited to satisfy authorized manning levels. 

If the experience of the years 1964, 1965, and 1966 with respect to 

turnover,recruitment,and selection are correct and serve in any way to 

show that more officers are leaving police service than are recruited,the 

. i t ble One way to alleviate this problem ver:y state may be ~n ser ous rou • 

I d d Among 57 r espondents an average of 6.9 easily is to ower stan ar s. 

applicants were examined for the position of patrolman, while among 53 

respondents, an average of 2.9 of the applicants successfully passed the 

required examinations and appeared upon an eligible list. Certainly 

appear to be sufficient numbers of people interested in police employment. 

1 i there ~s no great disparity between the Among the eight popu at on groups "-

numbers of men examined and those who passed the examinations 

upon eligible lists for appointment. The problem then is statewide and 

not focused on any particular population group. It appears then that 

police employment does appeal to some persons but that the recruitment 

effort is not extensive enough to appeal to the persons who could be el­

igible. Whether the problem is one of method or goes beyond and 

the real attractiveness of the position would again be difficult to as 

This chapter will, at least, attempt to point out how in method an 

can be made to larger groups of people. 

Simply citing statistics does not point out the magnitude of the 

problem. It may be diffj.cult to show why departments are unable to find 
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sufficient numbers of people for police selection. One factor may be pay. 

Th~ mean entrance pay for patrolmen is approximately $4500 and for various 

categories of Maine workers the mean pay is $5504. 

Speculation on possible recruitment problems might include low pres-

tige,though this would be difficult to assess accurately; poor recruitment 

methods; stringent residency requirements; restrictive age factors; long 

working hours; and possible abuse of probationary appointments. 

Recruitment Methods 

Recruitment method means a planned search for qualified applicants. 

It is apparent from the foregoing that the means which have been employed 

in the past to seek qualified applicants are not sufficient. The police 

departments themselves may not be able to provide those things which 

might make a law enforcement career more attractive but they can concentrate 

on a vigorous forward looking and comprehensive search for qualified 

applicants. 

There is one very basic requirement which departments, if they have 

not already done so might adopt; that is,continuous recruiting. 

Interested individuals may thus apply at any time. The names of those 

qualifying would be entered on an employment list from which appointments 

are made. It is realized that the smallest municipalities may not find 

this approach practical or desirable; however, the average number of men 

to be recruited annually in the next. 8 years in 52 departments is from 

1 to 10 men per department.' 

This recruiting effort should not be restricted by the methods of 
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announcement. Many means of announcement may be desirable. Table 61 

spows methods now employed by police departments in their attempt to 

recruit officers. Local newspapers were most used in recruiting 

officers. Personal contact with other people was next. Obviously, if 

the municipality has a restrictive residency requirement then many of 

the other means may not be appropriate. However, there are 37 departments 

which do not have a residency requirement (See Table 14). Importantly 

7~ departments do not have a pre-employment residence requirement (See 

Table 13). This means that an overwhelming majority of the depa'rtments 

~Quld seek applicants outside their own jurisdiction. 

Recommendation No. 17 THAT MUNICIPALITIES SEEK 
CANDIDATES FROM A WIDE GEOGRAPHICAL BASE AND NOT 
RESTRICT EFFORTS TO THEIR OWN JURISDICTION. 

Every effort then should be made to achieve the elimination of such 

restric~ive provisions because they deprive the municipality of the 

services of competent officers and constitute an Dbstac1e to eventual 

professionalism. By the same token, care should be taken not to go 

farther in the search than is necessary. Candidates may be unwilling 

to incur sizable expenses for traveling for interviews and for moving. 

To elaborate on many of the various forms of recruiting announce-

ments is unnecessary. There are a few, however, which will be discussed. 

Seventy-four departments use local newspapers as a means of announcement. 

Both classified ads in the "Help Wanted" section and display ads clre 

useful. Probably the most eye catching and appropriate is the display 

ad. (See Figure 2.) 
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WANTED 
FULL TIME POLICE OFFICERS 

T<MN OF RUMFORD 

An examination for full time police officers ~i11 be held 
in the near future. Applications may be obta~ned at 
Rumford Police Headquarters and returned by 6 PM Jan. 2, 
1968G 

BENEFITS: 42 hour week. Starting salary $95.00 pe: 
week with increase to $101.00 per week. w~~h­
in one year. Retirement at half pay af~er 25 
years of service at age 55. 8 paid ho1~days, 
yearly longevity increase. 33 day~ accumu1a~ 
tive sick leave. $125 per year un~form allow­
ance Paid hospitalization insurance. Two . ,. . 
weeks vacation after 1 year s serv~ce ~n-
creased to 4 weeks after 20 yrs. service. 

REQUIREMENTS: High School Graduate or equivalent. 
Age 21-30. Height 5 ft. 8 in. minimum. 
Weight 160 1bs. minimum. Must be physically 
fit, U.S. Citizen with no criminal record. 

Figure 2 Police Want Ad 
Appeared in Lewiston Daily Sun, December 27, 1967. 
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Personal contact or word-of-mouth to Cithers concerning openings is an 

excellent means of announcemen~ but unfortunately its effect is extremely 

limited. It does not provide for the wide dissemination that is needed. 

In addition to these two forms the others most widely used by Maine 

departments are employment agencies, radio ads, and career days at local 

high schools. Career days at local high schools will probably have 

little direct effect as the minimum age for applying in 54 departments 

is 21.2 years. (See Table 66.) However, in 32 departments there is no 

age requirement. Only one department uses a recruiting poster. This 

may be an excellent form of announcement. On a single piece of paper it 

may show the municipality, qualifications, working conditions, pay and 

other entitlements and how to apply. Such announcements should be placed 

simply where they will be seen by qualified individuals who may be inter-

ested in applying. The department could send the announcements to such 

places as post offices, libraries, chambers of commerce, educational 

institutions, YMCA's, national guard or reserve armories, legion halls, 

athletic and sports clubs, and community centers, and ask that these 

posters be displayed on their bulletin boards. An example of such a 

poster is the one used by the City of Berkeley, California. (See Figure 3.) 

The use of stated minimum qualifications in the official announcement 

has the advantage that many people who obviously do not lneet them will 

not submit applications. Thus, they screen themselves without the 

recruiting agency having to do it. 

The frequency of recruiting is an important consideration in the 

total effort. Table 62 shows the frequency of recruiting efforts in 

the departments. 
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THE CIT' OF 'EIIEL~' 
'.rk.I." Cllil.rlb 

BERKELEY POLICE DEPARTIEIIT 
PATROLMAN 1517·570 
PATROLMAN· CLERK $530·584 

Qualified and L.bitiou. young .. n are invited to apply for po. it ion. off.rinl an 
opportunity for a life-ti .. career in an out.tandinl police department. Recruit. 
receive excellent training in all pha.e. of police vork, includinl beat patrol, 
cr.iminal iave.tilation, record., traffic and related 5ctivitie.. Workinl 
condition. are excellent and include paid vacation., .ick leave, .. .her.hlp in a 
retire.ent .,.t.m, and pro20tlon from the rank. through examination •• 

PATROtHAN dutie. include beat and traffic patrol, iave.tilatioD of crl ... and 
off.n.... perforanc. of a vide variety of •• ergency .. rvic .. , an·'! crl .. 
prev.ntion activity. 

PATII!l)UlARI ':.'l; '!tit duti .. include wor~ in record., identification, dl.patchlnl "activi­
tie., jail ; lpervi.ioD, and e .. rlency op.rati04 of .-bulanc. and patrol vehicle •• 

HOW 'ro Q,tlALlrY: ru. an appUcation with the Per.onnel D.part .. nt if yO\.l .. et the 
follovinl-r;quir ... nt.t 

Are between tha ap. of 20 and 29 by the fiul d.t. of fiUnl Ilppl'lcatlon 
Hav •• ucc ••• fully coapl.t.d th •• qulval.nt of 2 y.ar. (60 ..... t.r hour. 

or 90 quart.r hour.) in an accredit.d coll.l. or univ.r.ity 
Have a valid Motor Vehicle Op.rator'. Lic.n.e and a load drivinl record 
Are at l ... t 5'9" in hdght, without .hCMt., and h.v. proportionate Vlllht 
Ar. in goo~ general. health and phy.ical condition, includinl uncorrected vl.ion 

of at lea.t 20/40 in both.y •• correctable to 20/20; load color vi.ion 
Have a pereonal hi.tory above repr'~ach 
Patrolman-Clerk. mu.t al.o b. able to type at l.a.t 35 net word. per .inut. 

QUALIFIED CANDmATES HAY PII.! FOR BOTH POS ITIOKS 

Candidate. mu.t .arn a .core of 70t or better OD each ?art of the ex .. iutlon, 
which cOD.i.t. of: Mental aptitude te.t -------- quallfytna 

Phyatcal a,i11ty te.t ------- quaUfylng 
Written te.t ---------------- 60t 
Pereonal interview ----- ":--- 407. 

SUCC!SSFUL ~itnATES who .arn a final grade of 707. or better viii bave their 
name. ent.redonan open-contlnuou. emplo)"IMnt U.t from vhich appotnt .. nta ar • 
• ad.. Per.on. ,elected for appotntment muat pa •• a medical ex .. tution by a City 
pby.ician prior to appointment. A loyalty oath i. ad.int.t.red, and a backsround 
iave.tilation completed b.fore appointment. No candidate will b. appOinted until 
he hal r.ach.d hi. 21.t birthday, and no candidate will be appotnted who ha. 

reached hi. 30th birthday. 
APPLICATIONS 'MAY BE OBTAINED BY WRlTOO THE PERSONNEL DEPAR'nmNT, r.ITY HALL, IN 

BElUCELEf, OR BY CALLING THORNWALL 1-0200 IN B!RlQ!Uf 
BERDUY RESIDENCE IS !«>T REQUIRED 'ro QUALIFY FOR THIS POSITION 

UNITED STATES CITIZENSHIP IS REQUIRED ro QUALIFY FOi\ THIS POSITION 
10-20-60 

Figure 3-Examination Announcement 

Source: City of Berkeley, California, Police Department Examination .Annoul1!:ement, as 
shown in International City Managers Association, MUllicipal Polil:e Admillistration op. cit., 
p. 135. 
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TABLE 62 FREQUENCY WITH WHICH DEPARTMENTS CONDUCT FORMAL RECRUITING 

Population 
group 

Number of 
municipalities Continuously Annually 
in * 

As 
vacancies 
occur 

1- 2,500 22 
2,501- 5,000 39 
5,001-10,000 20 

(12) 
(32) 
(19) 

1 
1 
1 

1 
11 
30 
18 

10,001-15,000 9 
15,001-20,000 3 
20,001-25,000 3 
25,001-50,000 2 
50,001 & over 1 

Totals 99 

(9) 
(3) 
(3) 
(2) 2 
(1) 

(81) 5 

1 

2 

9 
3 
3 

74 

*Number in parenthesis indicates number of respondents in class. 

Only five municipalities conduct recruiting continuously with 3 out of 

5 of these municipalities representing the lowest popUlation groups 

where continuous recruiting may not be practical; unless, of course, the 

turnover is so excessive that such a practice is warranted. 

Recommendation No. 18 THAT WHERE PRACTICABLE 
MUNICIPALITIES ANNUALLY RECRUITING MORE TH-iN FOUR 
PERSONS ADOPT A CONTINUOUS RECRUITING EFFORT WHERE 
INTERESTED PERSONS MAY APPLY, BE TESTED, AND THEIR 
NAMES ENTERED ON AN EMPLOYMENT LIST FROM WHICH 
APPOINTMENTS MAY BE MADE. 

Table 62 shows that 75 per cent of the departments recruit only as 

vacancies occur. For many municipalities it could be considered unwise 

to recruit continuously as many individuals seeking police employment 

would find that they could not be employed at a point in time which 

would benefit them and would therefore seek other employment. One way to 

correct this 
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problem is to have the state training coordinator -- a function dis­

cussed in Chapter VI - - perform a central police recruiting mission. 

Municipalities could look to the coordinator for applicants. The co­

ordinator would solicit applications from a wide geographical range 

using employment agencies, television, local newspapers, radio, news-

letters, posters. and as many other forms as appropriate or necessary. 

Such recruiting done continuously could provide a ready and avai.lable 

pool of qualified candidates. Such. a proposal would not necessarily 

supersede or interfere with any, independent municipal effort. It would, 

nowever, serve as a supplement to existing municipal recruiting efforts 

and aid those departments having the most difficulty in getting qualified 

applicants. The coordinator with the approval of the Council (these 

terms and their functions are described in Chapter VI) could adopt preliminary 

and final application forms such as the ones shown in Appendexes E and 

F. 

In any event the application blan~s must be appropriate. There can' 

be no standard format,but including some of the material from the out-

line as shown in Appendix G may be helpful. 
1 

At the conclusion of the application there should appE~ar a final 

paragraph, somewhat as follows: 

I understand that any false statements made on 
this application will prevent my employment or will be 
cause for immediate discharge if hired. I hereby authorize 
my former employers to furnish their records of my service, 
my reason for leaving their employ, together with all 
information they may have concerning me whether on record 
or not. I also release them and their company jcrom any 
liability for any damage whatsoever for issuing same. 

lTaken from an outline by A. C. Germann, Police Personnel 
Management, ~. cit., pp. 39-44. 

.. ~------~ 
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The applicant should then sign the completed form. Questions in the 

application should not ask for opinions. After candidates have 

completed the necessary examinations their names could then be entered 

on an employment list from which municipalities could choose those 

applicants meeting their particular requirements. 

Recommendation No. 19 'fRAT THE MAINE LAW ENFORCE­
MENT TRAINING COUNCIL CONDUCT CONTINUOUS RECRUITING 
OF INDIVIDU~LS FOR POLICE SERVICE AND THAT THE NAMES 
AND CREDENTIALS OF QUALIFYING CANDIDATES BE MADE 
AVAILABLE TO DEPARTMENTS. 

Joint recruitment efforts among communities is another possibility. 

Table 63 shows municipal participation in such joint endeavors. 

TABLE 63 MUNICIPALITIES PARTICIPATION IN A JOINT RECRUITMENT 
PROGRAM 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,00Q, 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50.001 & over 
Totals 

Number of Non-
municipalities Participation participation 
in roup* 

22 
39 
20 

9 
3 
3 
2 
1 

99 

(14) 
(34) 
(20) 
(9) 
(3) 
(3) 
(2) 
(1) 

(86) 

3 

1 
1 

5 

14 
31 
20 

8 
2 
3 
2 
1 

81 

*Number in parenthesis indicates number of respondents in class. 

Five municipalities have participated. It is significant to note also 

that of these five, three are small communities. It is itt the small 

municipalities where a joint recruitment program or central recruitment 

program 

1 .. 
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will be of greater benefit. These small municipa1itie5 do not have the 

funds or the personnel to take the necessary time to process the quantity 

of correspondence that a single effort would demand. It would seem that 

a joint recruitment program for the small municipalities coupled with a 

central recruitment program could adequately meet the demand caused by 

personnel turnover. 

It is interesting to note that only 22 municipalities conducted their 

recruiting on a statewide or regional basis. Table 64 portrays the 

recruitment effort on a geographical basis. 

TABLE 64 GEOGRAPHICAL AREA COVERED BY THE RECRUITMENT EFFORT 

>.. Q) 
Q) Population Number of .j..I .j..I 

'M lIS "C group municipali ties ..-i Q) .j..I 

~ lIS .j..I CIl ..-i in group* ,~ ,~ Q) 
lIS 

Q) !=: s:I 
cJ "C..-i 1-1 0 0 

'M >... i g 'M 'M 'M 

~§ 
.j..I &r .j..I 

JS lIS 
H..-i p::: Z 

1- 2,500 22 (12) 2 8 2 
2,501- 5,000 39 (33) 7 17 7 2 
5,001-10,000 20 (19) 4 9 4 2 

10,001-],5,000 9 (9) 2 5 1 1 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (3) 2 1 
25,001-50,000 2 (2) 1 1 
50,001 & over 1 (1) 1 

-
Totals 99 (82) 18 42 16 6 ° 

*Number in parenthesis indicates number of respondents in class •. 

Sixty departments confined their recruiting to their municipality or 

immediate vicinity. Taken as a whole the population groups are not that 

disparate in their recruiting practices. In this evaluation it must be 

m $ tit' 

123 

remembered that 7 muniCipalities have pre-employment residence require­

ments (SV!tl Table 13). If municipalitilas are going to recruit on their 

own a wide georgraphical area effort w:Lll no doubt yield a greater 

response. 

Recommendation No.20THAT DEPARTMENTS RECRUIT ON A 
STATEWIDE BASIS USING A FORM. OF ANNOUNCEMENT LIKELY 
TO YIELD A SIGNIFICANT RESPONSE. 

Departments sometimes offer indue,ements for the recruiting effort 

of its force. Only seven departments provide incentives to policemen 

~.,ho recruit applicants on their own. It is doubtful that such incentives 

need be gi '\en. A stronger effort by the police administrator would 

probably be a better approach. Only :In tv]O departments was extra leave 

time granted to officers who recruited a candidate. Each of the other 

five departments provided a different form of incentive. 

As less than 1 percent of the popUlation is non-white ani only 

3 tenths of 1 percent was negro in 1960 it is to be expected that no 

department exercised any special effort to recruit minority group applicants. l 

Before any attempt is made to recruit a careful assessment must be 

made of the desired end result. The needs of large departments are 

different from those of small departments. In fact, the smallest 

munic:f.palities have only one officer. He should be a different type of 

person from that which the largest municipalities recruit. As he may be 

the only officer he should have a thorough knowledge of police work before 

, 
LUS Department of Commerce, Bureau of Census, Statistical 

Abstract of the United Sta,~, 1966, p. 47. 

f
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he is selected or appointed. In this case the recruiting for such a 

person may be different from that used by the large departments. A 

central agency such as the Maine Law Enforcement Training Council would 

serve the smallest municipalities very well. Such an agency could be a 

repository for the credentials of persons employed in state and federal 

police agencies who contemplate retirement and may wish to seek a 

position in a local department. 

Characteristics to be Measured 

The characteristics and qualifications which police officers 

should possess must be given some notice. Obviously anyone doing any 

hiring has some objective criteria upon which to base his decision to 

hire an individual. Though no attempt will be made here to portray the 

various criteria upon which a basis is made for hiring Maine municipal 

policemen it must be realized that these criteria are many and varied. 

That a department have some criteria upon which to base its decision to 

select is or should be recognized as important. Areas in which require-

ments are commonly established and some of the current generally 

accepted minimum standards for each will be noted. 

United states citizenship is universally required, but it need not 

be by birth.
1 

Education equivalent to completion of the twelfth school grade is 

now generally required throughout the United States.
2 

That statement 

was made in 1958. Maine 10 years later does not meet that requirement. 

Relatively few departments requfre the candidate to have completed the 
lRobert W. Coppack and Barbara Brait in Coppack, "How to Recrurt 

and Select Policemen and Firemen,~' Public Personn~l Association Personnel 
Report No. 581, The Association, Jan., 1958, p. 5. . 

2Ibid., p. 5e 
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'" 
twelfth school grade or its equivalent. Three departments only require 

completion of the tenth grade for their selection criteria. The average 

school grade requil:ement is 11.5 years. It can and should be argued that 

this is inadequate. 

Coupled with this basic inadequacy is the extent to which departments 

will waive school grade requirements. T b1 65' di a e 1n cates the number of 

departments in which educational requirements may be waived. 

TABLE 6S EXTENT TO ~ICH EDUCATIONAL REQUIREMENTS MAY BE WAIVED 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Totals 

*Number 1n 

Number of 
municipalities 
in * 

22 (11) 
39 (30) 
20 (17) 

9 (8) 
3 (3) 
3 (3) 
2 (1) 
1 (1) 

99 (74) 

par,en 

May be 
waived 

9 
25 
16 

7 
2 
3 
1 
1 

64 

May not 
be waived 

2 
5 
1 
1 
1 

10 

ass. 

Of 74 respondents, 64 or 86 per cent indicated they would waive edUcational 

requirements. The degree of intelligence associated with the completion 

of the twelfth grade is considered necessary in order for one to do an 

acceptable job. The requirement of education equivalent to completion 

of the twelfth grade has another advantage. It means that the basic 

training of recruits can be directed to a level d an can require knowledge 

of the subjects commonly taught in high school. 
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A minimum age of 21, 22, or 23 and a maximum age of 29, 30, or 31 

are standarq requirements for emp10yment. 1 The age limits are considered 

necessary to get candidates who are relatively mature and physically 

capable of meeting the requirements normally associated with police 

service. Table 66 shows age requirements for application and appoint1~ent 

in Maine. 

TABLE 66 AGE REQUIREMENTS FOR POLICE EMPLOYMENT 

I 
r-I 

1-1 1-1 +J (1j bO 
'00 ~ (:l.(:l 0 0 
Q) 'M'M 44 44 

'M ~ c.l+J 
Q)+J Q) +J +J +J 'i"I 1-1 

'M 1-1 I (:l 0 bt'(:l bO(:l 
44r-1ofC 'M :::::I (:l. tU Q) (1j Q) 
0' (1j (:l. ;:I ,8 ~ §~ § ~ (:l.;:l 0' 
1-1 'M 0 Q) Q) 1-1 44 
Q) tJ 1-1 1-1 bO'M o til S'M S'M 

..c. 'M bO (1j ;:I tU 'M 0 'M 0 Population S g Q) 0' • ,.:I ~ (:l. ~ (:l. 

~ 
o Q) o +J 'i-'\, (:l. ~ ~ group ~ s,~ Z 1-1 Z'M ~ (1j 

1- 2,500 22 (10) 1 9 6 21 35 
2,501- 5,000 39 (34) 17 17 18 21.5 37~2 
5,001-10,000 20 (20) 13 7 12 21.1 38.2 

10,001-15,000 9 (9) 9 9 21 35.6 
15,001-20,000 3 (3) 3 3 21.3 37.5 
20,001-25,000 3 (3) 3 3 21 36.3 
25,001-50,000 2 (2) 2 2 21.5 31 
50,001 & over 1 (1) 1 1 23 29 

Total 99 (85) 53 32 54 
Average 21.2 36.3 

*Number in parenthesis indicates number of respondents in class. 

In Maine the minimum employment age is 21. 2 years among 54 departments 

while 36.3 years is the maximum age fot' appointment. Thirty-two depart­

ments in Maine have no age requirements as a condition of employment. 

age. 

In 47 departments candidates mu.st present written proof of their 

Good personnel practices dictate the presentation of proof of a 

----~--------------,--------------~----1~., p. 5. 

---------,--- --
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candidate's age if in fact there are age 1J.'mits. 
It appears that a few 

departments which have an age requirement do not i 
requ re written proof. 

TABLE 67 INCIDENCE OF DEPARTMENTS REQUIRING WRITTEN FROOF OF AGE 

Population Number of 
group municipalities 

in rou * 

1- 2,500 22 (11) 
2,501- 5,000 39 (34) 
5,001-10,000 20 (18) 

10,001-15,000 9 (9) 
15,001-20,000 3' (3) 
20,001-25,000 3 (3) 
25,001-50,000 2 (2) 
50,001 & over 1 (1) 

Total 99 (77) 

Proof 
required 

5 
17 
10 
9 
2 
2 
2 
1 

47 

Proof 
unnecessary 

6 
17 

8 

1 
1 

30 

*Number in parenthesis indicates number of respondents in class. 

The minimum age standard of 21 years may restrict recruitment. 

Potential police applicants graduating from high school at 18 find it 

necessary to obtain other careers which may take them away from their 

original interest in law enforcement. Certainly, chronological age 

has something to do with emotional maturity but background checks, 

interviews, ps~chiatric evaluations and psychological tests should be 

able to establish emotional maturity as well as a chronological age 

does. 
In this regard Dr. Germann, a noted police expert writes: 

,I~ would seem logical that educational requirements 
and mJ.nJ.mum age requirements be geared together. Thus, if 
a,high school minimum educa~iona1 level is set the age 
mJ.nimum might well be placed at seventeen or eighteen years 
~nd,the use of "cadet" or "aide" programs expanded. If a 
JunJ.or college education level is set, the minimum entrance 

:" .. 
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age might be placed at nineteen or twenty; then if a college 
or university degree is re~uired the mintmum age set at 
twen~y-one or twenty-two. 

What Dr. Germann says may be appropriate for Maine departments 

especially in view of the difficulty that departments are having in their 

recruitment. A way to get good candidates is to lower the qualifying age 

to 18 and then recruit at Maine high schools requiring candidates to 

complete their high school education. 

Presently Title 30, ~ Revised Statutes Annotated, Section 2060 

(3) provides that anyone holding municipal office shall be at least 

twenty-one years of age. The statute, however, is not definite concern-

!ing' thE~ types of municipal ofHce to which j.t refers. 

Recommendation No 21 THAT THE LEGtSLATURE 
AUTHORIZE MUNICIPALITIES TO APPOINT MUNICIPAL POL~CE 
OFFICERS AT THE AGE OF EIGHTEEN. 

As with minimum qualifying ages maximum age limits are usua1y deter-

min~d by personnel agencies and for recruits range from 31 to 39 years 

2 of age. A justification for upper limite can be made. The sickness 

risk of older persons is higher and it is also argued that persons who 

~ish to change jobs after age 35 may be employment risks because of their 

!nterest in changing jobs. 3 There may be many deserving applicants wpo 

ar~ older and who may be appropriate for selection. 

1 A. C. Germann, £2. ill., 'po 51. 

2Richard Blum, police Selection,Springfield Thomas 1964, 

31lli., p. 53; A.C. Germann, ,22. ill., p. 16. 
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• municipalities the In this regard it is interesting to note that -In 11 

maximum age for appointment for veterans is extended. 

TABLE 68 NUMBER" OF DEPARTMENTS IN OF AGE LIMITATIONS WHICH VETERANS ARE GRANTED EXTENSIONS 

population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 

Number of 
municipalities 
in * 

22 (11) 
39 (17) 
20 (16) 
9. (11) 
3 (3) 
3 (3) 
2 (2) 
1 (1) 

99 (64) 

Extended 

2 
3 
2 
2 
1 

1 

11 

Not extended 

9 
14 
14 

9 
2 
3 
1 
1 

53 

*Number in parenthesis indicates number of resnondents 
The following tab1 h h'". • in class. e sows t at 1.0. n~ne municipa1J." tJ." es the maximum 

age for appointment of veterans is 42 years,· however, two municipalities 

in the smallest 1 popu ation group average 50 years for appointment of 

veterans. 

TABLE 69 MAXIMUM AGE FOR APPOINTMENT OF VETERANS 

Population 
gtoup 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15; 001-20·, 000 
20~OOl-25,000 
25,001-50,000 
50,001 & over 
Total "." 

AVera e 

Number of municipalities 
in group* 

22 (2) 
39 (2) 
20 (2) 

9 (2) 
3 (0) 
3 (0) 
2 (1) 

Average maximum age 
for appointment 

50 
45 
40 
40 

30 
1 I 0 99 't(9)))----------------~-------------------

42.2 

*Number in parenthesis indicates number of respondents in class. 

,', 
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It 'is recognized that o~der people may perform well. Serious con-

sideration ought to be given to extending the maximum age for older 

persons in municipal, state, and federal police fields who may for var-

ious reasons be seeking municipal police employmento There is no reason 

to assume that only veterans should have such preference. 

Veterans, however, are actually given selection preference in 21 

jutisdictionso 

TABLE 70 NUMBER OF DEPARTMENTS IN WHICH VETERANS RECEIYE SELECTION 
PREFERENCE 

-.-
Population Number of Given Given no 
group municipalities preferencEl preference 

in group* 
. 

1- 2,500 22 (13) 13 
2,501- 5,000 39 (34) 14 20 
5,001-10,000 20 (20) 2 18 

10,001-15,000 9 (9) 3 6 
15,001-20,000 3 (3) 1 2 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 
50,001 & over 1 (1) 1 

Total 99 (85) 21 64 

*Number in parenthesis indicates number of respondents in class. 

Of particular interest is the high number of persons given such 

preference among the smalle~ municipalities. A reason offered for such 

an incidence is that in smaller communities leaves of absence could not 

be given for ll'dlitary service. Another reason may be that in a smaller 

municipality it may be felt that anyone having successfully served as a 

member of the Armed Forces ought to possess the necessary mental and 

physical characteristics to perform the police task. 

','! 
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Table n points out the agencies which establish entrance require .. 

ments for policeselecti.on. It is not surprising that the local governing 

body establishes the c~'tteria in smaller communities. In some instances 

criteria are jointly df':termined by two or more agencies, i. e., both the 

police department and 'the local governing bodyo 

TABLE 71 AGENCIES ES7,iABLISHING ENTRANCE REQUIREMENTS FOR POLICE 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15:,001-20,000 
20 t OOl-25,000 
25,001-50,000 
50,001 & over 

Total 

Number of Police 
municipalities depart-
in * ment 

22 
39 
20 

9 
3 
3 
2 
1 

99 

(15) 
(39) 
(20) 

(9) 
(3) 
(3) 
(2) 
(1) 

(92) 

8 
14 
12 

5 
2 
1 
2 

44 

Civil Supervisory 
service police 

2 

3 

3 
1 
1 

10 

commission 

1 

2 

1 

4 

Local 
governing 
bod 

7 
26 
10 

1 
1 

1 

46 

*Number in parenthesis indicates number of respondents in cl~ss. 

The primary resource of a police department is its personnel and most 

of its assets and liabilities could be considered related to membership 

and not material. 

It is vital to the future of the police service that a policy be 

adopted. The recruit will at some point in time no doubt become the 

chief. The question must be asked whether current philosophy regarding 

recruitment and selection is goin,g to provide personnel who are well 

equipped to face the challenges which the next two decades will bring. 

This is an appropriate questj,on as most chiefs are promoted within the 

department. 0 1 . 1 ur comp ex soc~a setting now demands police competence. if-

'. 
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The mixtutes of cultures, skills, education;and status perha.ps now more 

than before offer opportunities for conflict. Those char.ged with the 

responsibility for the maintenance of peace and order. must be of high 

calibre to handle these factors. 

SOIne time ago a person with a high school diploma was in a special 

status and could command better than average employment opportunities. 

The high school graduate was then in demand. This may not be the case 

any longer. Business and industry and public employers recognize the 

need to improve employment standards in order to compete and provide 

quality services. The law enforcement officer must have an educational 

achievement record at least equal to those with whom h(~ will be in contact. 

An officer of the law who is in a position to advise and assist the citizen 

who is in d~fficulty must at least possess that level of intelligence and 

knowledge nece:ssary to perform this function. If the police are not in 

fact knowledgeable or appear to be, confidence in police services wil.1 

quickly erode and possible disrespect will ensue. The education level of 

the average citizen is rising; certainly th~ police must have the equiv-

alent of a high school education. 

Ours is a society governed by law. Laws and ordinances are contin-

ually being enacted as are decisions being rendered by various courts 

of la~~. Owing to the multiplicity of enactments and their interpretation, 

policemen have become confused. The policeman is often called upon to act 

quickly. He: must be technically proficient and to so be he must. know 

how to act legally. It is difficult to understand how he can act 

effectively if he does not possess those qualifications which are at 

least equivalent to those of the average citizen. 

---------_. __ .... 
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The variety and detail of functions associated with police service 

have required new dimensions. Each c~ange or each new function may 

require new specialization. It is necessary to select persons with a 

good general education who can understand the complexities associated 

with new and expanding functions. This cannot be accomplished unless 

police service attracts and holds persons of above average ability. 

The generalization can be made that the prime element in police 

service is personnel. Municipalities must take the important step of 

adopting minimum standards for recruitment. 

Evaluation of Intelligence, Education, and Experience by Testing 

The development and administration of examinations is a technical 

matter and requires special capabilities. It is important for adminis~ 

trators and candidates to understand the purposes of various types of 

tests and the principles and reasons governing their use and evaluation. 

In this section only those tests designed to measure intelligence, 

education, and experience will be discussed. Later in the chapter con­

sideration will be given to interviews, physical proficiency tests, medical 

and psychiatric examinations, and personal or character investigations. 

The written examination represents one of the means by which 

applicants may be evaluated. The written examination is easier and 

cheaper to administer than the oral or performance test and lends itself 

to an administration to many people at one time. It should meet two 

objectives: first to determine which applicants meet minimum standards; 

and second, to determine from among the candidates meeting the minimum 

" i 
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standard~ which ones are most qualified. 

Both the subjective and objective type of test may be used. In the 

subjective test the candidate answers the questions in essay form, 

drawing upon his general education and experience. The qU<lastions are 

relatively easy to construct but the answers are rather difficult to 

grade and score. Obviously, the candidate with some 1iter~ry ability 

has an advantage in this type of test. The objective test usually con­

si.stsof short answer, true and false, and multiple-choice questions. 

This type of test is quickly scored but may be unreliable. By chance 

alone the candidate has an equal opportunity to select the correct 

answer. Some test administrators may attempt to discourage a guess 

answer by scoring examinations in such a way that the incorrect answers 

are subtracted from the correct answers. Works have been written on 

this subject of examinations and test standards. It is not the purpose 

of this portion of the chapter to discuss at length the types of possible 

tests and their administration. It is the purpose of this portion of the 

chapter to appraise types of tests and some of the basic standards which 

should be considered in testing and evalua.tion. Three considerations 

upon which standards should be based are validity, reliability, and 

objectivity. 

A test is valid if it measure; the characteristics supposed to be 

measured. The relation between test results and job performance may be 

e~ressed as a correlation co-efficient. There are two ways to check 

validity and prepare a correlation. One is to give the test to employees 

whose abilities have been appr!:iised. If the more efficient make high 

scores and the less effic:lent lower scores, the test has vailidity. 
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Another method is to compare an employee's performance after he has been 

on the job for awhile with the.grade he made on the test. Measuring 

performance, however, is a difficult job and credence has to be given to 

the appraisals of supervisors. 

A test is reliable if it consistently produces the same results with 

the same test and under the same conditions. In a test the subject 

matter must be covered sufficiently to provide a basis for an appraisal 

of the candidates knowledge and ability. 

A test may be considered objective if personal factors affecting 

scoring are non-existent. To do this code numbers may be devised without 

the applicants name appearing on the examination. Obviously the anony-

mity of the code number should also be protected. 

If these principles are applied the test should discriminate and 

shbW some disparity in distribution of score.s. If all candidates place 

high on the test or if they all fail, the test does not discriminate and 

may not serve its end which is to place the. candidates in an order of 

high scores to low scores. 

Written tests are administered to police applicants in some mUIlic-

ipalities~ Table 72 indicates the number of d,epartments using written 

tests in Maine. 
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TABLE 72 NUMBER OF DEPARTMENTS IN walCH WRITTEN TESTS ARE ADMINISTERED 
TO APPLICANTS 

Population Number of municipalities Test Test not 
group in group* administered administered 

1- 2,500 22 (13) 4 9 
2,501- 5,000 39 (33) 8 25 
5,001-10,000 20 (20) 4 16 

10,001-15,000 9 (9) 7 2 
15,001-20,000 3 (3) 2 1 
20,001-25,000 3 (2) 2 
25,001-50,000 2 (2) 2 
50,001 & over 1 (1) 1 

.- / 

Total 99 (83) 30 53 

" *Number in parenthesis indicates number of respondents in class. 

Thirty departments administer written t~sts, but it is interesting and 

si.gnificant that 53 municipalities do not administer a written test 

B,t all. 

In general, written tests utilized in the selection of police 

per.sonnel fall into four major classifications: 

1) General Infor~tion or lnte11igence Tests 
designed to measure mental capacity-- the I. Q. 
type test. 

2) Proficiency or Achievement Te."Its designed 
to measure specific knowledges, abilities and 
skills. 

3) Aptitude and Adaptability Test,s designed 
to measure fitness for the specific pOl3ition and 
to predict job success. 

4) Personality, Temper,ament and Interest Tests 
desl.gned to measure emotional and psychic suitability 
for the position. 

In this portion of the chapter only the first three will be con-

----------_ .. _--------
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sidered~ as the fourth type will be discussed under the sub-heading 

Me.dica1, Psychological, and Psychiatric ExaminaUons. 

Initially the police applicant should be tested for capacity and 

potentiality not for police skills and knowledge. The General 

Information Test, (also known as Intel.li~ence Test, Personnel Test, or 

Classification Test) is available for this purpose. l Mr. Dudycha cites 

the California Mental Maturity Test and the Otis Intelligence Test as 

2 examples of this type .of examinuticlU. In another., the Army General 

Classification Test (AGCT), scor~s can be compared with norms for the 
3 police occupation. 

Many police experts insist that the I, Q. (Mental age divided by 

chtonological age times 100) for police personnel be established with a 

recommended 110 to 112.4 It would seem logical that policemen have at 

least equal intelligence to tliat of the aVI~rage citizen. 

The measurement of specific police related knowledge, abilities and 

skills is applicable for promotional testing, but not necessarily at the 

entrance level. There may be employers who insist upon achievement tests 

for entrance level screening, and this no doubt arises from their desire 

to select persons who will be able to assume their duties immediately with , 

little or no training. Such a practice may be appropriate for the small 
town. In the larger municipalities such a practice may restrict recruit-

ment seriously by eliminating a large number of cand:!.dates who havel capacity 

1A• C. Germann, ,2R. ill., p. 47. 

2George J. Dudycha, Psychology for LawEnforceme~Offi~, 
Springfield Thomas, 1955, pp. 390-392. 

3Jewel E. Mullineaux, "An Evaluation of the Predictors Used to 
Select Patrolmen," Public Personnel Review, 16:8~~-86, April, 1955. 

4Internationa1 City Managers' Association, ~nicipa1 Police 
Administration~ Chicago, International City Managers' Association, 
1954, p. 153. 
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but lack police knowledge. At any rate, the preparation of a sound 

achievement test requires conscientious cooperation between police 
1 

practitioners and civil service or city personnel administrators. 

One t:ype of achievement t.est that :ts often used in police service 

is the memory and observation test which examines recall of symbols, 

faces, pictures or names. The University of Colorado research in refer­

ence to state patrolmen selection has ind.icated that although the 

memory and observation tests have high face validity (i.e.~they appear 
2 

or seem valid), they tend to be unrelat1ed to job proficiency. 
In order to measure fitness for a position and to predict job 

success, one must have criteri.a for job success. In the police 

service, varying as it does between jurisdictions, the position is elusive. 

Nonetheless, there have beEm attempts to formulate aptitude tests for 

the police position. 
The form supplied by the InterrLational Association of Chiefs of 

Police -- and used by some police agencies -- entitled "O'Rourke Police 

Adaptability Test" has been subject to considerable criti'cism. When 

tHis test, for example, was given to the Berkeley, California Police 

Department, 100 per cent of the deps'rtment scored over the 95 per cent 

level.3 
The Public Personnel Association has developed a test entitled 

Policeman 10-A which is now itl use in 300 cities. 
4 

Table 73 indicates the categories generally measured in Maine. 

\ orothy C. Adkins, Construct~-cm anq AnalysiS of Achieyement 

Tests. Washington, D. C., United States Civil Service Commission, 1947, 
P~s~. ~ 

2 Kenneth Hammond, and John R.Davis, \ Assessment Program for 
Sel~tiQt;,",of State Patrolmen, (Mimeographed)" University of Colorado, 

'~ , 

n. d. 

3 Benjamin Holmes) "Selection of Patrolmen," The JQurnal of 

Criminal Law and CriminoloiY, 32:575-592, January-Febrl!ary, 1942. 

4 A. C. Germann, .2E.,. cit.,p. 49 • 

. _------,-------,-------,,-------....... -

TABLE "] 3 AREAS MEASURED BY THE WRITTEN TEST 

H 
0 

t:Il -QJ 'tl 
'M I=l 
-1-1 I=l I=l I'll 
'M 0 0 ~ 44 M oj( 'M 'M bO 

o Cd r:l. -1-1 C). -1-1 Cd I=l 
r:l.;j M :t! 'r-! Cd M 'M oj( 

H'M 0 ~ e ~ e ;j I=l oj( 
QJ C) H ~ o C) H 
.0 'M bO QJ 0 C) 0 t:Il'M QJ 
S I=l 1=l44 QJ4-l C) Cd bO .r:: 

Population 
;j ;j s:;: QJ I=l r:l.1=l 0 QJ 0 -1-1 zsor-t C.!l'M tI) 'M po ~M 0 

group 

1- 2,500' 22 (4) 4 2 1 1 
2,501- 5,000 39 ' (8) 7 2 2 3 1 
5,001-10,000 20 (4) 4 1 2 3 1 

10,001-15,000 9 (7) 3 5 2 
15,001-20,000 3 (2) 2 2 
20,001-25,000 ,~ (2) 2 1 2 2 oJ 

25,001-50,000 2 (2) 2 1 1 2 
50,001 & over 1 (1) 1 1 1 

-
'jlotal 99 (30) 25 7 12 19 4 

--
*Number in parenthesis indicates :\ lumber of respondents in class. 

**Personality, temperament, and interest tests. 
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Among Maine departments the categories generally measured are gen­

eral information, reasoning and/or logic, and vocabulary. Among the 

30 re,sponding departments it is significant to note that 25 required a 

general information assessment. Only seven departments required a 

specific information assessment--the majority 6f departments using such 

a test a.re the smaller ones. This may he proper in smaller municipalities 

where the.1 one person or few persons.on the police force are expected to 
'\ 

perform on their own with little or no training and probably little or 

no supervis\ion. 

Table 74 indicates the extent to which mental capacity is tested in 

Maine. 



·","~-" 
I 

140 

TABLE 74 EXTENT TO WHICH IQ IS MEASURED 

Number of munic-Population 
group ipalities in Measured Not measured 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 

* 

22 
39 
20 
9 
3 
3 
2 
1 

99 

(12) 
(32) 
(19) 

(9) 
(3) 
(3) 
(2) 
(1) 

(81) 

1 

2 
3 
1 

1 
1 

9 

11 
32 
17 
6 
2 
3 
1 

72 

*Number in parenthesis indicates number of respondents in class. 

The General Information Test or the Intelligence Test is used by 

only ni'ne departments to measure mental capacity. 

t f intelligence may be obtaj.ned Probably the most accurate assessmen 0 

by administering the Wechsler Bellevue Test. However lt this one does not 

lend itself to group testing. l The following is a partial listing of 

those that do. 
2 

Scoring Mental Ability Test's--Gamma test series is The Otis Quick 

for use with persons of hil~h school and college backgrounds. 

several forms of this test which ean be machine scored. 

There are 

T t civilian edition, measures The Army General Classification. es , 

general learning ability and has been used to predict sch~ol'and 

lRichard Blum, .£E. • .£!! .. * p. 97. 
2 ill£., p.98. 

occupational success. Among applicants with higher educational back­

grounds there is a tendency toward high scores which may .. not produce 

refined discrimination of such persons. 
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. The Thurstone Test of Mental Alertness measures linguistic, quan-

titative and general lea'rning abilities. It may be useful in measuring 

the ability to understand relationships, and to think flexibly., 

The Ohio State University Psychological Test has no time limit and 

is useful for persons ~ho are slower in their thought processes. 

The Revised Army Alpha Examination is derived from adult tests first 

de~eloped during World War I. In a revised form it is quick to give and 

to score. 

The Michigan Vocabulary Profile Test measures vocabulary in eight 

areas: human relations, ~ommerce, government, physical sciences, biolog-

ic&l sciences, mathematics, fine art~ and sports. Any of those discussed 

could be considered appropriate. Even if a particular IQ level is not 

required the administration of the test will serve as an indication of the 

candidate's mental capacity and potential .• 

A test not widely used but which attempts to measure the ability of 

a person to draw logical conclusions from practical situations is the 

Cordall Test of Practical Judgment. Preliminary work ·~th it in police 

1 research, however, suggests it may be deserving of further study. 

Only four departments in Maine requir,e a particular level of 

intelligence. In one department this standard is 110 and in three 

departments the standard is 100. 

Most police experts insist that 100 be established as the standard. 

At: thisl>0int ·in time. it does. not.. seem unreasonable to ins:1.st that 

I.' :6! 
·IbLd. 
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policemen have the intelligence which a score of.lOO would indicate. 

An average of seven men were examined for the position of patrol­

man in each of 57 departments in 1966. The range was from 4 in the 

smaller departments to 35 in the largest. The number represents nearly 

52 per cent of all sworn officers in the Sta.te. (See Tables 2 and 3.) 

The number of persons successfully passing examinations and appearing 

upon an eligible list in 1966 was considerably smaller. 

Table 75 indicates the reason for failure of examinations 

TABLE 75 REASONS FOR FAILING EXAMINATIONS 

Populat:ion 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 

Number of munic- Physical 
ipalities in 

* 
22 (,2) ° 39 (5) 2 
20 (12) 6 

9 (7) 3 
3 (0) ° 3 (2) 2 
2 (1) 1 
1 1 

99 (30) 15 

Mental 

1 
3 
7 
4 

° 1 
1 
1 
1 

18 

Other 

1 
3 
7 
4 

° 1 
1 

18 

*Number in parenthesis indicates number of respondents in class. 

Of the men who failed their examinations the number owing to physical 

and mental reasons was about equal. Other reasons include failure to 

pass an oral examinat:/..on or interview and failure to receive a favorable 

personal investigation. 

I· 

I 
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Medical, Psychological, and Psychia.tric Examinations 

As a part of the evaluation for pol:1'.ce service some attention must 

be given to medica~ psychological, and psychiatric considerations. 

Reasons advanced for the necessity 9f physical standards include: 

(a) the need to operate vehicles at high speeds and to handle firearms (b) 

the need to protect citizens and fellow officers and (c) the need to detect: 

physical defects in order that they not become the basis for claims of 

disabili ty. 

Dr. Blum cites an example of one major metropolitan police force 

which rejects a large number of its applicants on the basis of physical 

criteria. He points out that this department had 7,892 applicants of whom 

only 304 were selected for police service. l Mr. Hanman, comparing worker 

physique and health with job requirements for various positions, concluded 

that not more than one per cent of all workers are physically fit for 

all work. 2 

Though this may be true some persons with disablements may be 

acceptable for police service. ~ome defects are temporary, others per-

manent. Many permanent defects ma,y be correctab1.e with physical aids. 

However, what may seem to be a simple matter of setting a standard 

may indeed be complex. The important points to keep in mind in determin­

ing a criteria are: (a) can the person perform his job as it is identi­

fiedin his job description and (b) will the person become a disability 

---------.------------------------------------------------------------
lRichard Blum, 2£. £i!., p. 61. 

2Bert Ha~an, Physical Capabilities and Job Placement, Stockholm, 
Nordick, Rotogrovyr, 1951. 
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case owing to a physical defect. If·it is reasonably determined that the 

d Of he will probably not at some subsequent person can perform his job an 1 

time become a disability case, the criteria will be met. 

Table 76 indicates the number of departments in Maine wh:ich require 

a medical examination. 

TABLE 76 DEPARTMENTS REQUIRING A MEDICAL EXAMINATION 

Population Number of 
group ipalities 

* 

1- 2,500 22 
2,501- 5,000 39 
5,001-10,000 20 

10,001-15,000 9 
15,00;1-20,000 3 
20,001-25,000 3 
25,001-50,000 2 
50,001 & over 1 

Tbtal 99 

munic-
in 

(13) 
(33) 
(18) 

(9) 
(3) 
(3) 
(2) 
(1) 

(82) 

Medical 
exam 
re uired 

3 
10 

7 
8 
2 
3 
2 
1 

36 

No medical 
exam 
re uired 

10 
23 
11 

1 
1 

46 

h i indicates number of respondents in class. *Number in parent es s 

82 respondents ~hat require a candidate There are 36 departments among 

i Nearly all of the largest municipalities to pass a medical examinat on. 

require the candidate 

before, it is just as 

to pass such an examination. For the reasons 

important and perhaps more important for t4e 

smaller municipalities to require such an examination for they have 

h ld f the policellien become disabled. persons on whom to rely s ou any 0 

The International Associatioll of Police and Fire Surgeons has pre-

list of medical stqndards which could form the minimum pared a check 

criteria for a medical examination. There really is no widely accepted 

------------_._---. 
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set of standards which can be applied by a physician to determine whether 

a candidate should or should not be appointed. It may be proper for the 

chief of police or the municipal chief administrative officer to select 

a good local physician or to consult with the city physician if there is 

one and decide upon realistic qualifications for selection to police 

service. Once the physician knows what must be expected of an officer 

he is then in the best position to judge a candidate's capability of 

performing the police job. A sin~le disqualifying aspect of one's physical 

condition might not be sufficient to disqualify him for police service. 

Height and weight requirements will be dealt with separately though 

this must still be considered as a part of the medical examination. Many 

departments have very rigid requirements concerning height and weight and 

disqualify numerous interested persons on this basis alone. O'Connor, 

in a recent study,l found that almost 85 per cent of American cities 

required men to be at least 5'8" in height. Maine municipalities generally 

have no height requirements. In fact 62 departments indicated they had 

no height and weight requirements at all. 

Though weight has not previously been mentioned it must be kept in 

mind that anyone who is in good physical condition has a height __ weight 

ratio that can be determined by a physician or by use of a chart. For 

one to be seriously considered for police service, this r.atio ought to 

be proper. ObViously, obesity or angularity are not conducive to good 

patrol performance and they certa,inly are not conducive to the projection 

of a good public image. 

1 
George w. O'ConnO~An Analysis of Methods Used in the Selection 

Qf Municipal Patrolmen in Cities ov.er 25,000 Population, Thesis, Univ. 
of California,Berkele~ 1962. 
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Twenty-three departments have established height and weight require­

ments and 62 have not. Table 77 shews the average requirements in the 

various population groups. 

TABLE 77 HEIGHT AND WEIGHT REQUIREMENTS FOR APPLICATION AND APPOINTMENT 
, 

Population Number of munic- Average hei_ght Average weight 
group ipalities in 

Igroup* Min. Max. Min. Max. 

1- 2,500 22 (0) 0 ° ° 0 
2,501- 5,000 39 (4) 5.8 6.4 157 220 
5,001-10,000 20 (5) 5.8 6.4 143 216 

10,001-15,000 9 (6) 5.8 6.4 155 206 
15,001-20,000 3 (2) 5.9 ° 145 0 
20,001-25,000 3 (3) 5.8 0 142 200 
25,001-50,000 2 (2) 5.9 6.4 150 0 
50,001 & over 1 (1) 5.9 6.3 150 230 

Total 99 (23) 
Average 5.8 6.4 149 212 

*Number in parenthesis indicates number of respondents in class. 

It is interesting to note how similar the height and weight requirements 

are among the departments havilnga standard. 

In 26 departments proportionality is required. The judgment of a 

physician is the most commonly used means to determine whether or not 

a person's weight is in proportion to his height. Certainly this practice 

is proper for only a physician can evaluate professionally the medical 

capabilities of an individual. The minimum height which O'Connor cites 

in his work does not really differ from the minimum height shown in 7~able 

77:. O'Connor says that height must be evaluated in terms of the full 

abilities of the candidate. A requirement should not be used ~Q~ a hurdle 

to eliminate persons below normal height standards who may possess other 

compensating qualities. O'Connor suggests that as training programs 
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become more adequate and as psychiatric screening develops to a greater 

extent more and more cities may relax their inflexible height standards. 

Physical stature is a factor which should not of itself disqualify a 

potentially good candidate from police service. An acceptable job may 

be performed and an acceptable public image of the police may be projected 

by qualified persons who may be slightly below 5'8" in height. 

Attention will now be given to psychological testing, its evaluation 

and uses. Although there have been substantial advances in recent years 

in the development of tests to assist in the clinical diagnosis of per­

sonality, the progress in developing such tests for screening purposes 

has been slow. 1 

The purpose for using a psychological test during selection is to 

predict with some degree of accuracy how the candidate may perform in 

his assignment. As Dr. Blum suggests,a psychological test is a miniature 

life situation from which an evaluator seeks to gain information about a 

person which can be generalized to'other aspects of the person's behavior. 2 

The assumption here is thalt the person will respond in the test situation 

in a manner similar to the way he would respond in a real situation. 

To point out the use:Eulness of such tests, Dr. Blum and his associates 

recently did a study using such tests and in one year found that in one 

jurisdiction 30 per cent of those examined had moderate or severe personality 

problems, 20 per cent had defective judgment and 33 per cent had question­

able motives for entering police service. 3 A second year repeat stUdy 

iGermann. it 49 , .2£.. _c_., p. • 

2 
Blum, £E. • .ill., p. 86. 

3 
R. H. Blum and W. L.Gof£1n, A Study of Deputy Sheriff Selection 

£!ocedures, Preliminary Report, Unpublished, 1961. 

1 
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was made of the same jurisdiction,and it was found that of those tested 

22 per cent had emotiunal disturbance and 44 per cent had character 

defects. l 

If this is a sound indication many applicants need to be examined 

psychologically. 

A police administrator cannot be expected to know a great deal about 

psychological testing. It is sufficient if he recognizes its usefulness 

in a complete appraisal of police candidates. When it comes to utilizing 

such tests a responsible police chief should seek expert advice. A source 

for expert advice lies in the state university or in local colleges or in 

local mental health agencies. Such institutions should be of initial 

assistance to Maine chiefs who wish to inaugurate psychological testing 

of applicants. These experts may not be able to provide direct services 

to municipal departments but they can assist a chief in his search for 

persons who can administer and evaluate such tests. 

It is not the author's intention to appraise the various types of 

psychological tests. A short descriptive evaluation is given for some 

tests which a chief may wish to use. 

The Strong Vocational Interest Blank is a questionnaire (inventory) 

of interests which the applicant completes. Research has shown that 

scores and patterns of scores differ for persons in various occupations. 

Results of the test show whether or not the interests of the person taking 

the test correspo~d to or are different from those of persons working in 

~. H. Blum, et aI, .A Further Study of Deputy Sheriff Selection 
Procedure, Unpublishe?, 1962. 
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each of a number of vocations. Norms* for policemen allow one to say 

whether the applicant's own interests are expressed so as to be relati~ely 

similar or dissimilar to those of l'lorking policemen. The limitation is 

that norms are based on a relatively small group of peace officers and 

cannot be said to represent the variety of range of personnel found in 

this country. 

The Kuder Preference Record-Per.sonal measures preference for personal 

and social activities in the following categories: working with ideas, 

being active in groups, avoiding conflicts, directing,others, and being 

in familiar and stable situations. Combined with the Kuder Vocational 

Preference Record it should provide information on vocations compatible 

with the interests of the applicant. 

The Allport-Vernon Scale of Values has long been used to measure 

the direction of broad interests and personal values of a religious, 

economic, social:, political, aesthetic, and theoretical nature. Scores 

on this test are related to occupaUonal choice and to personality factors. 

While specific tests are fairly easy to construct, for the measure~ 

ment of attitudes toward such mattel:S as drug use, capita1~punishment, 

civil liberties, and minority rights, there is no evidence that attitude 

scales of this sort have been tried out in research on policemen. There 

exist several attitude tests which have been widely used and shown to be 

closely related to more general personality and opinion factors. 

*Norms are statistics which report the performance of other individuals 
who have taken the same test. They show the distribution of scores, 
usually among various designated groups, and are used in comparing a 
given person's score ordinarily obtained on the test. 

I 
I, 

I 

• i 
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The "F" Scale measures fascist-tending extremist views and is related to 

ethnocentrism (the belief one's own group is superior and others are 

inferior). This short test is derived from extensive research on author-

1 itarian personality and political and racial extremism. 
2 

The Dogmatism Scale more recentl.y constructed by Rokeach measures 

open versus close-mindedness. Scores on it are associated with author­

itarian personality and with such traits as openness to new ideas, will·· 

ingness to examine iS8ues for oneself, general fear of the world and 

anxiety over threat from other persons, over conformity and difficulty 

in synthesizing new ideas. 

Jhe Minnesota Multiphasic Personality Inventory (~I) is widely 

used for the diagnosis of neurotic or psychotic tendencies. It includes 

important scales for the detection of homosexual or psychopathic per­

sonality trends. (The latter persons are amoral and asocial ones likely 

to engage in certain criminal activities. Scores on this scale dif­

ferentiate groups of delinquents from non~delinquents.) This test can be 

given to groups of applicants but it must be interpreted by a professional 

clinical psychologist, Qr psychiatrist, who has had experience with it. 

The California Psychological Inventory is a newer test which measures 

some of the same features as does the MMPI, but it is more directed to 

non-pathological functioning. It includes the Gough-Sanford rigidity 

scale and has many other scales: including ones designed to measure 8e1£­

assurance, maturity, responsibility, and intellectual efficiency. There 

are norms based on 13,000 cases. 

IT. W. Adorno, et al, ~rhe Authoritarian Personality, New York, 
Harper and Brothers', 1950. 

2M• Rokeach, The Open Imd Closed Mind, New York, Basic Books, 
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!he Rorschach Ink Blot Test is one of the best known projective* 

tests. It is bEl,at given individually but for screening p'Urposes it can 

be given in a i1'ouP form. In the hat'lds of a skilled clin.ical psycholo .... 

gist it can be useful in describing complex personality clrganization 

including such things as emotional staM.lity, self-cclntrol, the presence 

of neurotic or psychotic features, sensitivity, anxie,ty, maturity, etc. 

The Cornel~ Index is a paper-and-pencil test which proved useful in 

screening psychiatric cases for the military. It has been shown to be 

effective with civilian populations and has been modified for use in 

large scale mental health surveys. It is quickly given iand scored and 

may easily be used in conjunction with the routine medical examination 

for, in its full form, it contains many questions about physiccll health 

which are of interest to the examining physician. tiS well as to the clinical 

psychologist. 

'rhe Machover DAP is another project test which in tho hallds of a 

skilled clinician has been shown effective in the detection of persons 

with overly aggressive or disturbed delinquent or psychot:ll~ tendencies. 

The Cardall Test of Pract~tcal Judgment is not widely lllsed but pur-

ports to measure the ability of a person to draw logical conclusions from 

practical everyday situations. It is reported to be relati,rely independent 

of the person's intelligence or academic and social background. 

*A projective test is one in which the subje.ct is presented ,~ith an ambiguous, 
stimuli which he must ot'ganize in his own way. The assumption is that what­
ever organization is imposed is a projection of the subjec~s own personality 
on to the amhiguous material. Ink blots, vague photographs, incomplete 
sentences, drawings to be made, all constitute ambiguous stimuli employed 
in such tel3ts. 
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The Social Intelligence Test (Moss, Hunt, Omw~ke) purports to, 

measure social judgment, observation of human behavior, sense'of hU1l'lbr, 

and memory for 'names and faces. 

Such tests may serve a useful purpose in the overall evaluation of 

police applicants. By testing police administrators will be in a some­

what better position to determine those candidates qualified for police 

service. Only five Maine departments now use such tests. It is 

interesting to note that it is the smaller departments using the 

tests. ..' 

Psychiatric evaluations are another means used to determine emotional 

or personality disorders of police applicants. Their use is not extensive 

at the national level. None of the Maine departments reported that they 

required their candidates to undergo such an examination. O'Connor, in 

his study of selection methods of cities over 25,000 population~ reported 

that his 1961 data suggested that the psychiatric evaluation was coming 

of age in law enforcement work and that there were 49 cities in the 

nation using such exami~ations.l This is not a great percentage of the 

total number of cities in the population group. What is meant by a 

psychiatric examination in this chapter is one performed by a profes-

sionally trained psychiatrist. 

Psychiatric evaluations might appear to some people to be unnece$­

sary and not a justifiable expense to the jurisdiction. Yet, any costs 

to a city in terms of law suits, loss of departmental prestige, and 

damaged morale when a neurotic or psychotic officer kills, maims, or 

2 abuses people is sufficient to offset the cost of psychiatric tests. 

10 , Connor, .2E...ill.., p. 66. 

',I 

'0. W. Wilson, "Problems in Police Personnel Administration," The 
Journal of Criminal~~aw Criminology and Police Science, 43,- 843, Mar-April, 
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Police service can be very emotionally demanding. The development of 

prejudices and attitudes o,f indifference toward human beings is an ever 

present threat to the officer and to 'his department. Policemen may be 

called upon to exercise physical force. The placing of an unstable person 

in such situations may do a great deal of harm to the police and to ,the 

citizenry. By a psychiatric evaluation,a person unable to cope with 

stressful conditions may be identified. 

At present the psy~hiatric evaluation is probably not used in Maine. 

Though costly, it could provide a basis for a better appraisal of candi­

dates. It is suggested that a psychiatric examination be used by depart­

ments where applicants are diagnosed by psychologists as exhibiting 

nervousness or emotional disorder. 

The polygraph examination is one sometimes used to detect emotional 

disorders and any history of criminal conduct. There is much discussion 

about its proper use and its usefulness for employment purposes. The 

City of Portland is at the present time the only municipal police depart-

I ment which uses it for employment selection. 

The use of psychological and psyc'htatric tests coupled with a per­

sonal investigation which will be discussed later in this chapter are 

conSidered appropriate and sufficient means of evaluating candidates. 

phYSical Proficiency Tests 

The use of tests designed to measure the coordination, strength, 

agility, and endurance of applicants was found to be' minimal. Only five 

departments indicated that they administered phySical proficiency tests. 
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The purpose of such tests in addition to a medical evaluat.ion is 

to determine which candidates possess the necessary coordination, strength, 

speed of movement, and endurance required in police work. 

Any test administered should be compatible with the following 

principles: 

1. The events in the test should only measure specific 
factors in physical fitness i.e., coordination, strength, 
agility and endurance. 

2. Events which might be injurious to the applicant should 
be omitted. 

3. Events should require little equipment. 

4. The test should be administered in a limited period of time. 

5. Individual events should not be complicated. 

6. The test should be capable of scoring. 

A thorough treatment of this subject is given in a Public Personnel 

Association publication. l 

Though there are many' physical proficiency tests which could be 

administeJ:ed,J the one used by the Berkeley California Pol:lce Department 

(See Figure 8) is one which adheres to the principles pr~aviously outlined. 

Personal Investigation 

A personal investigation, sometimes called a background investigation, 

is a very necessary part of the total evaluation of police candidates. 

It is difficult to assign priorities and rankings to the parts of a total 

lForbes E. McCann, Physical Condition Tests in th~ Selection 
of Public Employees, Public Personnel Associaticm, Chicago, 1958. 
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PHYSICAL AGILITY TEST 

. The physical' agility test consists of four parts: 

1. Broad jump: Candidate must make a standing broad jump of at least 7 feet to quallry. 
He shall toe the marker at the broad jump pit and take off from a standing positlon. 

2. Chin-up: Candidate must complete 7 chin-ups to quallfy. At the chinning bar, he shall 
jump and catch the bar with fingers facing either way. Bring chin to the top of the bar 

,each time. Between chin-ups, he must drop to the full extension of bot,h arms. There 
is no time limit but once the bar is grasped, it cannot be released. 

3. Sit-up: Candidate must complete thirty sit-ups to qualify. He shall Ue on his back 
with both legs fully extended, arms at sides, and raise to a full sitting position with 
the heels of both feet remaining on the floor. The body shall be lowered in the same 
manner. Head and shoulders must touch the floor on each return. 

4. Obstacle course: Candidate must complete the 180 yard course outlined below within 
48 seconds to qualify. He shall start on the command, run to the right outside the 
line, ~urdle or jump the tw9 301/ barriers, crawl under the 201/ bar, repeat the outside 
course a second time, weave up and back through the 4 equaUyspaced chairs twice 
and finish at the starting point. 

OBSTACLE COURSE 30" 
hw'dle r------------------------ ------, 

50' 

~'-, ,- ... , /-, --..... ".' , ..... / , ' , ;' ........ ..,..~ --
I h"""''' ,,/ 'y" , , , , h ,< h,' , h " 
\ '" " I'" " 

" ' .... ..,. ........ _#~ '-~' -" -" -

30" 
hurdle 

20" 
under bar 

I 
I 
I 
I 
I 
I 
5cstart 
I 
k FInish 
I 
I 
I 
I 
I 
I 
I 
I 

... _-------------- -- ------ - _____ J 

Figure 4-Physicai Agility Test, Berkeley, California 

Source: City of Berkeley, C. alifornia, "Physical Agility Test" a~ shown in International City 
Managers Association, Municipal Police Administration, op. cit., p. 145. 
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evaluati.on; but, for police service :i.t is difficult to understand how persons 

should be hired as policemen without a very extensive background investi­

gation of their personal history. From stich a history it may be possible 

to detect weaknesses in one's personality which mayor should di~qualify 

him'from police employment. There may be no place in government where 

a person's character is more important than 'in the public law enforcement 

servj.ces. It is just as important for a policeman's personal history 

to be above reproach as it is for a person charged with keeping the 

state's secrets. A policeman may be challenged officially or unofficially 

for past or present personal indiscret:f.ons or public misconduct. He may 

'be attacked officially in a court of law for such conduct or he may be 

approached privately by a party representing a special interest. o. W. 

Wilson has said, "A policemen's character and reputation should be of the 

highest order. A police chief cannot afford to appoint to his force an 

applicant whose reputati-on is questionable or one whose character is such 

i "l as to cast doubt on his future act, ons. 

A background investigation is a systematic collection of factual 

data and opinions regarding the subjects personal habits and actions. 

The report of such an investigation is reviewed to determine if the 

subject of the report meets the acceptable criteria for police selection. 

Dr. Blum has stated that there are three major purposes of the 

personal investigation. The first is to learn how the candidate has 

managed his personal life; the second is to verify the statenlents he 

1 
International City Managers Association, Municipal Police 

Administration, .22.' cit., P. 79. 
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has made on his application, and the third is to prevent the department 

from hiring a personally unqualified candidate. 

There may be any number of criteria for performing a good personal 

investigation. The information which should be sought in such an investi-

gation is listed below: 

1. Schools. In verifying educational data, the investigator should 

visit the school if possible. The teachers and others who have known the 

candidate should be int~rviewed. The names of close associates during 

schooling should be ,determined for later :I.nterviews. Some of the kinds 

of information that may be obtained are: 

a. Academic accomplishment or failure, and mental ability test 

results. 

b. ,Activity in r.:lubs, groups and social organizations; ability to 

work in harmony with others. 

c. Demonstrations of leadership, laziness, erratic behavior or 

constructive interests. 

d. Absences due to illness or injury. 

e. Reputation for honesty, integrity and other personal qualities, 

positive or negative. 

f. Ability to aCCE!pt res:vC"lnsib:Llity and produce results. 

g. Verification of statements in the personal history statement 

concerning any or all of the preceding items. 

h. The nature of any disciplinary action, including the misconduct, 

involvement with others, and disposition made by the school. 

2. Employers. Interviews with employers should develop information 
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concerning the candidate's ability to work in harmony with others, his 

reliability, d,ependability, reputation for honesty, need for close 

supervision, and other points. Some topics that should be covered are: 

a. Were the candidate's services routinely satisfactory? If not, 

why? 

b. Why did the candidate leave that place of employment? Would 

the employer rehire if a vacancy existed and the candidate was interested 

in re-employment? 

c. What was the candidate's attitude toward his employer and his 

job? 

d. Were there any untruthful statements or m:lsrepresentations in 

the personal history statement or in the employer's personnel record 

compared to the police application? 

e. How many days of paid sick leave were taken? Why? Was there 

a pattern, such as immediately preceding or follov:ring regular days off? 

f. Were there any industrial compensation type injuries received? 

What are the details? Any disability? 

g. Is there any infol:mation available conce:rning the candidate's 

incompetence, unreliability~" laziness, carelessness, drunkenness, 

"rabble rousing" or chronic griping? Or the reverse? 

h. Did he take company property for persona.l use without permissio?? 

Tools? Did he ever set up his own business as a sideline activity in 

,competition with his employer? 

i. Would the employer welcome the candidate back as a policeman 

should an incident occur requiring attention, granting that the man 

would be trained in the proper handling of police responsibilities? 
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j. As a taxpayer, would the employer feel that he. would routinely 

get his money's worth in public service from the candidate? 

3. Credit references. The manner in which an applicant has handled 

his credit will often I'eveal whether he has exercised foresight and mature 

judgment. Some suggested questions to be asked of all creditors are.: 

a. Did he pay his bills as agreed in the contract? Better than 

agreed? 

b. If not paid on, time, did he inform the creditor concerning the 

reason for the delay? 

c. Was it ever necessary to sue the applicant, or turn unpaid bills 

over to a collection agency? 

d. Would credit be extended to the applicant again if requested? 

Does the entire credit picture of the applicant indicate the exercise of 

good common sense and an ability to live within his income? 

4. L,andlords. The candidate's reputation as a tenant would logically 

lead to an inquiry concerning his reliability in paying his rent. Other 

points might be: 

a. The dates of residence, as a cross check on the accuracy of 

statements in the personal history statement., 

b. Names and reputation of the candidate's friends, associates~ co­

tenants, enemies or other sources of information. 

c. Reputation for sobriety, integrity, morality and other traits, 

desirable and undesirable. 

d. Financial responsibility; management contacts by collection 

agencies. 

e. Reputation as a motor vehicle operator, and respect for others 
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when driving or parking. 

5. Neighborhood checks. The objective is to determine the neigh-

borhood reputation of the candidate concerning his personality, personal 

conduct, and any activities that would reflect positively or adversely 

upon the desirability of appointing the man as a policeman. Some 

suggestions are~ 

a. Check with the neighbors who lived in the house on each side 

and over the back fence from the candidate. 

b. In an apartment house, try to check with at least four persons 

who knew the candidate while he resided 'there. 

6. Referenced. or Character Vouchers. Frequently the candidate 

will list persons of high standing in a community who may be barely 

acquainted with him. Often, too, they are friends who he relied upon 

to give only favorable reports. In checking with them, therefore, one 

should determine just how close the acquaintanceship was and from them 

obtain the names of other persons who may be able to render an appraisal. 

7. Inter-police agency check. The objective is to determine if 

the subject has ever had a record of delinquent behavior. Finger­

printing of the applicant should be a part of this procedure. Local, 

state and FBI agencies must be checked along with agencies having law 

enforcement authority in jurisdictions where the candidate has ever 

lived. 
1 

Part of the foregoing are Buggestions which Dr. Blum has made. 

lB1um, .QE.. cit., p. 169. 
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In Maine personal investigations are extensively nsed in the selection 

process in 80% or the departments while in 6% they are not used o However, 

very few municipalities check with the.FBI for any evidence of delinquent 

conduct. Table 78 shows the type of files which are checked. 

TABLE 78 TYPES OF FILES CHECKED FOR CRIMINAL RECORDS 

-
Population Number of munic-
group ipalities in Local State 

, 
FBI 

grouo* -' 
1- 2,500 22 '(6) 6 5 1 

2,501- 5,000 39 (22) 21 22 7 
5,001-10,000 20 (16) 10 16 8 

10,001-15,000 9 (9) 9 9 6 
15,001-20,000 3 (2) 2 2 
20,001-25,000 3 (3) 3 3 3 
25,001-50,000 2 (2) 2 2 2 
50,001 & over 1 (1) 1 1 1 

Total 99 (61) 54 60 28 

*Number in parenthesis indicates number of respondents in class. 

All departments should ask the FBI to check their candidates for evidence 

of possible misconduct. The fact that only 28 departments do is alarm-

ing. 

Who should conduct personal investigations of applicants? In 

small jurisdictions without a special detective division, a high ranking 

official should probably be charged with the investigation. In larger 

jurisdictions the functions may well fall to the detective division. 

Obviously, only the local'part of the investigation could be handled 

by such persons. They should, however, coordinate the investigation 

carried out in other jurisdictions or in other agencies. 

1 . 
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In 67 per cent of the departments in Maine the police actually conduct 

the investigation. One department indicated such an investigation was 

conducted by the civil service agency. In most other jurisdictions a 

representative of the town, normally the manager, conducts the invest-

igation. Table 79 shows the jurisdictions in which local investigators 

check applicants' backgrounds. 

TABLE 79 JURISDICTIONS IN WHICH LOCAL INVEStIGATORS CHECK CANDIDATES 
BACKGROUNDS 

Population Nur;ber of Within munic. Outside munic. Outside state 
group municipalities check do not check do not check do not 

in group* check check check 

1- 2,500 22 (13) 7 6 8 3 4 6 
2,501- 5,000 39 (28) 24 4 22 4 10 8 
5,001-10,000 20 (19) 17 2 12 5 6 10 

10,001-15,000 9 (9) 8 1 5 4 3 6 
15,001-20,000 3 (3) 3 2 1 1 
20,001-25,000 3 (3) 3 3 ~ 1 
25,,001-50,000 2 (2) 2 2 1 1 
50,001 & over 1 (1) 1 1 1 

Total 99 (78) 65 13 55 16 27 33 

*Number in parenthesis ind~cates number of respondents in class. 

Many departments check backgrounds within their own jurisdiction and 

within the state. Twenty-seven departments check candidates' backgrounds 

outside the state. 

A means of conducting a background investigation in another local 

jurisdiction would be to have that local police agency do it. 

Some of the major aspects of a candidate's life which are currently 

investigated include: marital status, military record, school record, 

". 
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juvenilE! delinquency record, job history, religious affiliation and 

activities, family history, driving record and medical record. Table 80 

indicates the aspects which are investigated. 

TABLE 80 ASPECTS OF A CANDIDATE'S LIFE WHICH ARE INVESTIGATED 

--, 
I I=l 

r-l 
~ 

0 
C1I 'M 
p.. 01-1 

'M I=l C1I 
tJoJ( Q) 'M "t:I ::l :;:l til ~ 'M p.. I-l til t:T' 

~ '0 I=l ::l 0 '0 'M 4-1 Q) I-l 0 
~ e Q) tJ I-l r-l \H 'M 0 0 01-1 \H Q) 0 Q) 

~ C1I'oI-I 01-1 tJ til 
\H bO 'M I-l tJ '0 

~':~ til Q) 'M 
o I=l 

,-l Q) 0 ',-I I-l .t:: 
'M ro-f ~ I-l Q) 01-1 ..t~ 

r-l til o 01-1 bO r-l I-l r.o til r-l 'M '0 'M 'M tJ ~\ I=l til Q) III ~.J 01-1 0 I=l I-l .t:: bOC1I 'M tJ I-l ,.Q Q) 'r~ 'M 0 Q) 0 'M '8 ,~ 'M Q) S'M ~l r-l ..c :> tJ ..0 r-l'O '0 ..c ::l 01-1 ~ ~ tJ ~ ~ 0 Q) I=: tll I-l ~ 01-1 
Population group Z'M CI) IJ p:: C1I I'Ll ~ 0 

1- 2,500 22 (8) 8 7 6 6 8 1 2 6 6 1 
2;501- 5,000 39 (26) 25 16 16 16 26 3 9 21 16 3 
5,001-10,000 20 (17) 16 12 11 8 17 3 2 15 8 2 

10,001-15,000 9 (8) 7 7 7 7 8 3 3 6 5 2 
15,001-20,000 3 (3) 3 3 3 2 2 2 1 2 
70,001-25,000 3 (3) 3 2 1 2 2 2 2 2 
25,001-50,000 2 (2) 1 1 2 1 1 1 1 
50,001 & over 1 (1) 1 1 1 1 1 1 

~-

Total 99 (68) 64 49 47 43 66 10 20 52 40 9 

- ~. 

*Number in parenthesis indicates number of respondents in class. 

Sixty-eight municipalities reported that some aspect or aspects of these 

major categories were investigated. Other categories listed were anal-

agous to the nine major categories listed and are not important enough 

to be mentioned separately. 

Every candidate should be fingerprinted. The fingerprint cards 

should then be sent to both state and federal agencies advising them 

that the prints belong to candidates seeking police employment. These 
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departments should be asked to check their files for any derogatory in­

formation that such a check would reveal. Table 81 shows the number of 

departments conducting fingerprint examinations. 

TABLE 81 THE EXTENT TO WHICH POLICE CANDIfJATES ARE FINGERPRINTED 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 

Numbe r of munic-
ipali ties in 

-
Finger-
printed 

Not finger­
printed 

,* 
~------~------~r--------. 

22 (13) 
39 (34) 
20 (20) 
9 (9) 
3 (3) 
3 (3) 
2 (2) 
1 (1) 

99 (85) 

3 
5 
7 
5 

3 
2 
1 

26 

10 
29 
13 

4 
3 

59 

*Number in parenthesis indicates number of respondents'in class. 

Surprisingly few candidates are fingerprinted indicating that thorough 

checks of police applicants are not being conducted. 

Oral Examinati,gns 

The oral examination has its ~lace in the total evaluation of the 

applicant. It is a formal attempt to appraise certain qualities which, 

without it may not be appraised properly. Oral examinations should be 

used to determine such qualities as voice and speech, appearance, ability 

to pr£~sent ideas, alertness, poise and bearing, tact, judgment, and per­

sonal fitness. The oral examination then should be used to test those 

~ ~------------ -~~---~-~--------
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qualities not measured by the other methods of examination. As such it 

may be given last in the series of tests • 

A printed form should be devised. On it should be the qualities to 

be judged and a scale on which to rate each quality. See Figures 5 and 

6 for examples of oral examination rating forms. 

The local situation will affect the composition of the oral inter-

view panel. It probably is a single individual or a board. Some of the 

considerations affecting this are the number of applicants to be examined; 

the size of the department and the local regulations regarding such exam-

inations. Coppock points out that it is better not to have the person 

making the final appointment serve as a member of this examining body whether 

he be a single individual or a member o.f a board. l In small communities 

there is no need to burden a department with the expenditu~e of time and 

money required for·an elaborate testing procedure. In large municipalities 

consideration should be given to a board.. The person who may make the 

police appointments should name the members of the board. It should be 

composed of senio:r members of the police d,epartment who are capable of, 

recognizing desirable qualities for policE~ officers. 

There is a notion that the oral examination is necessarily sub-

jective; thus, it tends to be personal and too subjective. It must be 

recognized, however, that in police service personal qualities greatly 

1 
Coppock, £E.. cit. , p. 23. 
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Personnel Department 

Candidate's Name 

Title of Examination 

ORAL BOARD RATING SHEET 
-- ·R"': 

Date 

Weak Average 

City of Berkeley 

Goud 
Out- 1 

stllndinl\ 

1. APPEARANCE, MANNER, BEARING: Will ~hey help or 
hinder him in this job; in conferent~s and in­
terviews; in cont«cts with civic and citi~en l 
groups, the public and other government ()ffilctals? ___ ....J ____ ....J ____ ..L... ___ ---I 

2. ABILITY TO PRESENT IDEAS: 1:s it' adequate for 
this job? Does he have the ability to express 
himself in a logical, convincing, persuasive 
manner? Or does he ramble, get confused, talk 
vaguely, become verbose? 

3. SOCIAL ADAPTABILITY: Will he be at ease, 
friendly, confident, tactful, and adaptable in 
dealing with public officials, civic and busi­
ness leaders, C(,,-w\,rkers, and others? Or would' 
he tend to be submissive, overbearing, or im­
patient under trying conditions? 

4. ALERTNESS: Does he grasp ideas quickly, and do 
his responses indicate that he would quickly un­
derstand the problems in this job? Or does he 
appear to beslow to understand, and would grasp 
only the more obvious points? 

5. JUDGMENT: Will he separate important from unim­
portant; consider all facts before arriving at 
a decision; know when to act; when to acquire 
more in~ormation before action; know what 
situations justify departure from policy? 
Would you trust his judgment in this job? 

6. TRAINING: How pertinent is his academic train­
ing? Is it sufficient for this job? Was it 
obtained in academically outstanding schools? 

7. ADEQUACY OF EXPERIENCE: Doea his experience 
fit him for the duties of this position; give 
him a broad, extensive, adequate background? 

8. INITIATIVE, DkIVE AND INTEREST: Does he ex­
hibit positive interest to sustain him in his 
work; be~leve il!. this type of work; carry the 
conversation adequately and ask questions when 
nec~asary; shoe energy and ambition? 

Cl 
] 

] 

PERCENTAGE RATING GUIDE: OVERALL PERCENTAGE RATING: ____ _ 

Weak Average Good, Outstandina 
65 70 . 80 90 100 Rater's Signature 

Additional comments: 

Figure 5-Oral Rating Form, Berkeley', California 

Source: City of Berkeley, California, "Oral Board Rating Sheet," as shqwn in International 
City Managers Association, Municipal Police Administration, op. cit., p, 141. 

" ~, 
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IIDTIPICATICif .... 

.'IIN8 CI"I , •• "'L INII.VIEI 

Instructions for Ule: Record in tbe upper rilbt-band corner of tbil fora tbe 
identification nu.ber wblcb appears on tbe candidate's ad.ittance letter. Rate 
the csndldate A, B, C. D. or E on each of tbe eilbt traita liated belOW and on 
the revel'1l~ lide of tbil Ibeet. In the Ipace beaded -Kel .. rlll- .alle any co •• enta 
whicb you fe~i would be belpful in eVllultinl tbe candidate' I luitability. 

1. VOICE AND SPEECI. 

A. Exceptionally clear 
B. Definitely pleasant 

and 
and 

Is the applicant's voice irritatiOi or pleuant? can you eui11 
hear IItIat be sa.Y8? r.oes be ...,le, or tal!! with 1/1 lII/IQYina 1CC4!f)t? 

pleasant. 
d.istinct. 

C. Acce"table. Neitber conspicuo~llY pleaslnt nor unplea.ant. 
D. Understandable but ratber unpleaslnt. 
E. Irritatinl or indistinct. 

2. APPEAUNCE. flbat sort of first iIIlresaion <ba be lake? IbI!e be look J ike I 
healthY, eneraetic person? Hu be bodily or fach,,1 c:haracteriltica 
Mlich lIilbt seriousLY buiper hi.? 11 be .. ll-~ or slovenLY. 
erect or slouchY. attnctive or ur.ttrw:tiYe in ~? 

A. hpreasive. CO •• lndl a'd.iration. 
B. Createl diltinctly tlvorable t.pression 
C, suitable. Acceptable. 
D. Not prepollelalnl. 
E. Unattrlctive. Distinctly unluitable. 

Does he convey bis ideu cJearl.J. euil.J. Jolicall.J, 
convinc1nlLY? Or <ba be tend to be vaaue. COIlfuaed. or 
iUGllcsl? 

A. Unusually IQllcal. clear, and cQnvincinl. 
B. Sbows superior ability to expresa bi.lelt. 
C. Ulually lets blS ideas acrolls latistactorily. 
D. Tendl to beco.e involved and to dllress tro. tbe point. 
E. CaJtused Ind 1110'ical. 

t. ALIII'rNIS8. How readUy does he Il'UP the IlIWIlq of a Ql8tion? II be 
Ilow to IIlI)rehend even the lOre obvious points or cbes be 
lIIderstand quickly even thollllh the idea ill new or dlfflcul t? 

A. Exc~ptionally keen and Quicll to understand. 
B. Ratber Quick in Iraspinl Questions Ind new ideal. 
C. Generally Irallpi intent ot interviewer's ~ueltionl. 
D. Slow to underltand lubtle pOints, 
E. Slow in Irllpinl tbe obvioUl', Otten .1sunderatanda .eaninl of Queltionl. 

Figure 6-Indiviqual Interview Rating Form 

.... if _!!!I _, ... __ , ___ ••• ___ • ___ ~ _______________________ ._._ 
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MUNICIPAL PERSONNEL ADMINISTRATION 

I. PlI81 ANI UAiINI. Ia be _1 __ 17 MU-OODfidlDt IIId 188U.n1d? or does he ... to be 
-- - laICerta1D of baleU. "itaDt. llCk1l111D ... urance? 

A. lac.ptioaall, ,.!l-poi •• d aad •• It-a •• ur.d; adju.t. to .1tuat~oa. 
'ith Ir.at .a ••• 

I. ,.U-pob.d, • table , ad.Quatel, coafid.at, co •• aad. r •• p.ct. 
C. Ha. load coatrol, i •• od.rat.l, coafideat, .ahlblt. Ilttl. t.a.loa. 
D. Appear. to b. o •• rl, .elf-coa.clou.. 111 at .a ••• 
I. TI.ld, h •• ltaat. adju.t. to .Itaatioa. with difficult,. 

I. lAC!. Ia be dlpla.tic? Does he .., UId do ... t la proper to the occul~? 

A. lake. th. lat.r.i., .n eaceptionall, pl •••• at .aperlence. 
I. Patl.nt, under.tandinl. polit •• 
C. 'Con.ld.r.\.. T.k •• care not to wound or off.nd. 
D. T.ad. to b. di.court.ou. or thoulbtle ••• 
I. Un~l.il. Offend. b, .peech or •• nner. 

1. IUIIIOn. Does be ~ &bUill to _lib tieton. drur cornet' coaclilllOlll. 
UId ake IOIftI declalCllll? '\ 

A. leenl, .n.l,tlc.l. Decl.lon. al,.,. 101lcal and ,.ll-founded. 
I. T.nd. to ,.A,h .Itu.tion~ car.full,. Not ea.il, confu •• d. L •• el-h.ad.d. 
C. Proc •• da c.utloual,. DI.pl.,. fair d"re. of judlciou.n •••• 
D. Ju.p. to coaclu.lon •• lak •• 111-con.lder.d d.cl.ion •• 
I. Uacritlcal. Nai ••• Co ••• to .rron.ou. coacla.ion •• 

I .• IUINAL 'Inl ... III the lilllt ot all the .. ldence re.rdlnl t!l1I penon'. dlancterlat~ 
(ather .nt1oned Iboft or not) ..,. do IOU rate hll PtI'8IIMl nltabil1Q 
for the poeltlon for whlcb he la CCIIIIetllll? IDuld,. .... IdII to 
IlldertUe't!lla 1I011I? lID J'OU IIIIIane bll IIIPIk:atlM? 

A. lador.e ,Ith .atha.la ••• 
I. lador •• 'ith coafid.ac •• 
C. Indora •• 
D. Illht do •• 11. H •• ltat. to .ndor ••• 
I. Un.ait.d fer thi. 'ark. Do not .ador ••• 

a •• ark.: karla. Ie, 

A_ 10.0 

1- 1.' 
c_ ••• 
D_ I.' 
1- 0 

'U!INI 

o 
IA!INI o 
1A1I .. 1 o 

1A1I .. 1 

D 

!ralt Ro. • ,el", •• I. 
all o".r 'ralt. ,.I •• ,.d !. 

Da'. 

ai ... ,.re •• ..,.rwl ... r 

Figure 6-Individual Interview Rating Form (continued) 

Source: Commonwealth of Pennsylvania, State Civil Service Commission, "tRatina Chart for 
Oral Interview," as shown in Int~mational City MIIJIlIICr's Association, Municipal Personnel 
Administration, op. cit., pp. 99·100, . 
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inf1uerice job success or failure and that these examinations are neces-

sadly useful. 

Before the oral examination starts, thought should be given to what 

is expected from the examination and what qualities will be judged. The 

printed form will ,help to refresh the examiners; minds before the examination 

starts. Certain or specific questions to be asked the candidate. should 

be thought out before he is brought into the examining room. Other 

questions can be spontaneous. 

In Maine only half of the respondents examine their candidates orally. 

Some of Maine's largest departments do not conduct oral examinations. 

The administration of such examinations is so easy and the results so 

effective that any excuse for not conducting them is inexcusable. 

Table ~2 presents the qualities which local boards appraise in Maine. 

TABLE 82 QUALITIES WHICH A BOARD OR INTERVIEWER ATTEMPTS TO APPRAISE IN 
THE ORAL INTERVIEW 

-
t>. 

til 01-1 
r:l Q) 'M 'M 'M r-i 

01-1 'M 
til 'M ~ Q) r-i 

'M Cl! 01-1 Q) 
01-1 ::s til C) 
'M C' r:l 4-fr-i t>. r-i Q) 

o Cl! r-i 01-1 tU bO 01-1 

1-I'~ojC tU 'M r:l 'M r:l 
r:l 1-1 0 r-i Q) til 

Q) C) P- o bO 'M r-i ~ 1-1 
,.Q 'M ::s til Q) 01-1 Q) Q) 

Population § r:l 0 1-1 01-1 0 01-1 "C .c ::s 1-1 Q) r:l ~ .:l ::s 01-1 
group Z S bO P-I H t-:l 0 

1- 2,500 22 (10) 10 5 5 8 9 1 
2,501- 5,000 39 (25) 21 18 18 25 24 1 
5,001-10,000 20 (13) 13 6 7 11 10 1 

10,001-15,000 9 (6) 6 5 5 6 4 4 
15,001-20,000 3 (3) 1 2 1 3 3 
20,001-25,000 3 (2) 2 2 1 2 1 
25,001-50,000 2 (2) 2 1 2 2 2 1 
50,001 & over 1 (1) 1 1 1 1 1 1 

Total 99 (62) 56 40 40 58 54 8 

*Number in parenthesis indicates number of respondents in class. 

i, 

;\\1.' 

i" 



I, , ~ 

I' . 

, . , 

170 

These included intelligence, personal qualities, judgment, in!=egrity, 

and emotional stabili,ty. Others indicated they attempted to appraise 

tact, speec~and the ability to present ideas. 

Once again it must be emphasized that if there are special tests 

designed to test emotional stability, i.e., psychological tests,it may 

be imprope,r at the oral exam:f.nation to appraise such a condition. It is 

questionable too, that untrained persons could evaluate the psychological 

make-up of another in only a brief encounter. To test intelligence by 

the oral examination may also be futile. Better methods may be used as 

previously mentioned. One's integrity probably cannot be ascertained 

, in an oral examination. A more reliable means of testing integrity is 

the personal investigation. Judgment, however, may be a quality which 

can be appraised in the oral examination. 

The average time devoted to candidates among 38 respondents was 

36 minutes. 

The Probationary Period 

The probationary period, or that period which the policeman must 

work on a provisional status, should be a definite part of the selection 

process. If it is not so used its value is questionable. Tests of all 

types may be devised, administered, and evaluated. The results of such 

tests may indicate that a person possesses attributes which would 

qualify him for police service. When on the job, however, the new em­

ployee may be unsuitable or the employee may decide that he does not 

want to become a policeman. 

-
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Civil service law or other regulations may designate probation as a 

work test period and as an integral part of the selection process. Table 

83 shows the number' of departments requiring a probationary period and 

the extent of the probation. 

TABLE 83 DEPARTMENTS REQUIRING A PROBATIONARY PERIOD 

,. 

Population Number of Probationary Period Required months 
group municipalities Not for probationar y 

in ~rotm.* Required required ~eriod 

1- 2,500 22 (13) 9 4 5.3 
2,501- 5,000 39 (32) 25 7 5.6 
5,001-10,000 20 (20) 18 2 6.8 

10,001-15,000 9 (9) 9 8 
15,001-20,000 3 (3) 3 8 
20,001-25,000 3 (3) 3 8 
25,001-50,000 2 (2) 2 12 
50,001 & over 1 (1) 1 12 

Total 99 (83) 70 13 
Average 6.7 

*Number in parenthesis ind~cates number of respondents in class. 

Throughout the state, 70 departments require a probationary period 

that extends from slightly over five months to one year. 

In six months a police appointee hardly has time to finish his basic 

schooling. At this point he is only remotely acquainted with his job, 

and what it entails. A one year probationary period would assist the 

department personnel who must determine the candidate's suitability for 

regular police employment. Dr. Germann writes that the probationary 

period should not be less than one yea.r, and should be two years.1 

During this probationary period the new appointee should be carefully 

scrutinized. Usually the probationer may be discharged with very little 

lGernumn, ,2E.. cit., p. 68. 

----,--------------
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formality and without extensive appeal rights. Table alf shows the 

extent .of discharge without cause in Maine. 

TABLE 84 EXTENT TO WHICH PATROLMEN MAY BE DISMISSED FROM PROBATIONARY 
PERIOD WITHOUT SHOWING CAUSE 

Population 
group 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 

Number of munic­
ipalities in 

* 
22 (10) 
39 (25) 
20 (17) 

9 (9) 
3 (3) 
3 (3) 
2 (2) 
1 (1) 

99 (70) 

May be 
dismissed 

6 
15 
10 

7 
2 
2 
1 
1 

44 

May not be 
dismissed 

4 
10 

7 
2 
1 
1 
1 

26 

*Number in parenthesis indicates number of respondents in-class. 

Many police administrators J however, may regard al1l appointment as per­

map-ent when the appointee begins his wQrk. Good c:ivil sl:!rvice law or 

other regulations wj.ll allow probationers t9 be di.schargE:!d if the 

appointing authority decides that their. per·formance and/or conduct warrants 

such action. 

The probationary period may be a meanirlgful part of the selection 

process. To be so it must be of at least a one-year duration. Further, 

the police administrato~ must be able to discharge an unsuitable person 

provided the circumstances warrant such action. 

...... __ . __ ._._-_ ..•. _-----_._--
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Recoinmendation~o.22 THAT MUNICIPALITIES PROVIDE A ONE­
YEAR PROBATIONARY PERIOD FOR ALL POLICE APPOINTEES AND 
THA'I' THE APPOINTING AUTHORITY BE PERMITTED, DURING THIS 
PERIOD TO DISCHARGE THOSE OFFICERS FROM POLICE EMPLOYMENT 
WlIO ARE CONSIDERED UNSUITABLE FOR PERMANENT POLICE SERVICE. 

The prime element in police service is personnel. Municipalities 

should take the follo~¥ing steps of adopting minimum standards for 

recruitment. 

Recommendation No.23 THAT MUNICIPALITIES ADOPT THE 
FOLBOWING MINIMUM STANDARDS FOR RECRUITMENT: 

An applicant 

(1) must be a United States citizen; 
*(2) must have attained the age of 18; 

(3) must be fingerprinted, and a search made of local, 
state and national fingerprint files for disclosure 
of any criminal record; 

(4) must have graduated from high s(:hool or passed the 
General Education Development test indicating high 
school graduation level; 

(5) must complete a general information test with an 
average minimum score; 

(6) must possess a height between 5'6" and 6'4"; 
(7) must weigh in proportion to height as determined by 

a physician; 
(8) must be examined by a licensed physician or surgeon. 

Only those applicants found to be free from any physical, 
emotional or mental condition which might adversely affect 
performance of duty as a peace officer shall be eligible 
for appointment. The applicant~s declaration of medical 
history and the physician's findings through examination 
shall be recorded :i.n a personnel fi.le. 

(9) must pass a physical proficiency test; 
(10) must be examined by a psychologist and by a psychiatrist 

if nervous or personality disorders are exhibited; 
(11) shall not have been convicted by any state or by the 

federal government of a crime, the punishment for which 
is imprisonment in a federal or state penitentiary; 

(12) shall be of good moral character as determi.ned by a 
thorough background investigation; and 

(1:3) shall be interviewed. orally by the hiring authority or 
its representative to determine such things as the 
applicant's appearance, background, and ability to 
communicate. 

*If enacted by legislation. 
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CHApTER VI 

TUE TRAINING ROLE 

Police employment is becoming such a complex vocational pursuit 

that the need for more and better training from the post-induction level 

to the university level is essential for an increasingly large number of 

officers and for an increasingly large number of departments. 

Basic Definitions 

The word IItrainingll must be defined for the purposes of this work 

because it has numerous connotations, implications, and possible defini-

tlons. At the outset it must be clear how this word and relaced terms 

a re to be used. 

It is difficult to determine what the term IItraining" really means 

but if it could be understood as that learning required to enable one 

to perform effectively in his vocation, a frame of reference would be 

established. In any event, training should be viewed differently from 

education which might b~ considered as learning In the abstract and for 

its own sake, To emphasize this definition, training should be conslder-

ed as that learning required for employees to increase skills or profes-

sional knowledge. These skills and professional knowledge must be dir-

ectly related to the performance of the mission. '/n this context the 

training of police officers must help increase competence in law en-

forcement. I t must create a proper job att i tude regardi ng the i nforma-

tion and knowledge applied in daily work. Finally, training must be 

related to speci.fic jobs. This is what training means as' the term is 
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used here. Other programs w"ll b e considered which would allow 

policemen to partrcipate in educational programs h 
aving no direct bear-

In9 on work assignments. 

The four principal types of training and educational programs for 

law enforcement officers are basic recru',t 
training, advanced in-service 

training, specialized in~service training, and university education in 

police-related disciplines. E h f h ac 0 t ese has its proper role, but a 

subsequent anal ys is wi 1·1 attempt to show the 
extent, merits, and short-

comings of these types of organized learn',ng . programs. 

General Considerations 

As per50nnel turnover rates remain high and the need for ~ore 

specialized training is considered essential, the reqUirement to develop 

and conduct courses of instruction is clear. 

of American policing, states that 
Bruce Smith, in his survey 

completion of the training course for recruits and the d' 
of experien . d d . mo Icum f ce acqulr~ urlng a probationary period still fall 
A~~' s~ort of desirable objectives in professional police trainin 

Itlonal practical experienGc can be acquired through I' g. of t' '1" • mere apse 
, Im~ In po Ice serVice, but supplementary theoretical trainin 
Inhvar~ous police specialties can be secured only through formal

g 

sc 00 In~. The,progress made by municipal police forces in th' 
respect IS not Impressive in either bulk or quality,l IS 

Certainly, with respect to the quant'lty of recruit training in Maine 

the experience is typical of Smith's statement. Forty-four departments 

I 
Bruce Smith p 1 

1960), p. 152. ' 0 ice Systems in ,the.TJ.nil;:.ed S.ta,tes(New York: Harper, 

-----_ .. _--._ .. __ ................. _ ...... _ ... _ ............................... _ ... .. 
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do not require the completion of a recruit course for new policemen. 1 

Organize~ training is the means by which police officers acquire the 

knowledge and skill requisite to the effective accomplishment of their 

jobs. In developing any program of instruction for police, consideration 

must be given to the level of education and training attained by the in-

dividual, both prior to induction and after, as well as the precise ob-

jectives of the department. 

In order to insure that the instructional program will assist in 

attaining the department's goals, the chief must playa direct and lead-

ing role whether he actually coordinates the training program or not. 

Table 85 shows the number of municipalities in which training programs 

are coordinated by the chief administrator or others. 

TABLE 85 PERSON ADMINISTERING OR COORDINATING TRAINING 

.. 
. ~ ~ = ~ 

0loi 
::s .... ok ~ I=l 0loi P- I-! ~ r-I 0loi 

.... ::s cd 0 cd 

~ = g 
~r-IG 0loi .... CIl .... CIl 
o. I'd '"' ~ cd r-IUO 0loi CIl '"' 

Population 
p..bQ CIl '"' 

.... 't'4 .... 0loi @ bO CIl ..... 
:E~ :> M ~ ~ '"' fj 

00= .... o~ .... CIl 
group Z , ....... tJ .... tJ q. 0 tJ t4 CIl 0 

.. --. 
1- 2,500 22 (7) 4 1 1 1 

2,501- 5,000 39(31) 29 2 
5,001-10,000 20(18) 13 2 3 

10)001-15,000 9 (9) 8 1 
15,001-20,000 3 (3) 1 1 1 
20,001-25,000 3 (3) 1 2 
25,001-50,000 2 (2) 1 1 
50,001 & over 1 ·(1) 1 

Total 99(77) 57 1 4 4 2 6 

*Number in parenthesis indicates number of respondents in class. 

ISee Table 92 post. 
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Of 77 departments reporting, 57 indicate that the chief was, in fact, 

the person administering or coordinating the training program. However, 

even in the other departments the chief should give adequate attention to 

training activities to provide the general supervision that training re-

quires. Table 86 shows the per cent of an official '.s ti h' me w ~ch may be 

devoted to coordination of training activities. 

TABLE 86 PORTION OF TIME DEVOTED TO TRAINING 

, 

Population No. of No. of Ave. per cent 
group munici- adminis- of time in 

palitias* trators training 

1- 2,500 22 (8) 8 1 2,501- 5,000 39 (24) 24 15 5,001-10,000 
10,001-15,000 

20 (17) 17 8 
9 (9) 9 2 

15,001·'20,000 3 (3) 3 5 
20,001-25,000 3 (3) 3 .5 
25,001-50,000 2 (2) 2 10 
50,001 & over 1 (1) 1 Not given 

Total 99 (61) 67 

State average 9.6 

*Number i 
in class. 

n parenthesis ~ndicates number of respondents 

A training official spends on the average 9.6 per cent of his time on 

training activities alone. The range is from one per cent in municipal-

ities under 2500 population t 15 o per cent in municipalities from 2,501-

5,000 population. 
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It must be clearly understood that each chief of police is himself 

responsible for those things his policemen do or fail to do. Proper 

training, then, can be considered the key to effective law enforcement. 

Recommendation No. 24 THE CHIEF OF POLICE ACTIVELY PRO­
VIDE THE OVERALL DIRECTION IN TRAINING MATTERS AND IF 
THE COORDINATION OF TRAINING IS DELEGATED TO ANOTHER 
PERSON, THE CHIEF BE RESPONSIBLE, ACCOUNTABLE, AND PRO­
VIDE THE NECESSARY GUIDANCE FOR TRAINING FUNCTIONS. 

Obstacles to Police Training 

Police training in Maine is impeded partly by lethargy, partly by 

lack of municipal ability, funds, facilities and equipment, but as im-

portantly by a lack of any central coordinating effort. On the one hand 

agencies have not attained current authorized levels of personnel strength' 

while on the other they may be operating below a desired strength level 

for providing a sufficient training effort. l Table 87 portrays the 

facilities which departments have or may utilize. 

Relatively few have all the proper facilities for the conduct of police 

training. 

It is recognized that all police agencies cannot condl,lct quali.:y 

training in all aspects of law enforcement effectively nor would it be 

desirable for departments with few ~olicemen to do so -- it would be a 

waste of time and taleIl~. Each department, however, must recognize the 

lSee Tables 4 through 8, ante. 
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need for quality training of its agents and provide the means to enable 

its officers to attend courses of instruction designed to equip them 

with the skills and knowledge necessary to the performance of their 

duties. 

To accomplish this, a proper training budget is necessary. Table 

86 shows the training budget and the percent this represents of the 

total budget of Maine municipalities. 

TABLE 88 TRAINING BUDGETS AS PERCENT OF TOTAL DEPARTMENT BUDGET 

Number of Percen 
municipal- of 

Population ities in total 
group grouP'l'~ Median Mean Range budget 

1- 2,500 22 ( 2) $ 750 $ 750 $ 500-1,000 5.5 
2,501- 5,000 39 (13) 200 262 100- 700 I • 1 
5,001-10,000 20 (11) 300 483 250-1,500 0.7 

10,001-15,000 9 ( 7) 500 876 200-2,500 0 .• 8 
15,001-20,000 3 ( 2) 1,500 1,500 1,000-2,000 0.8 
20,001-25,000 3 ( 2) 2,000 2,000 1,800-2,200 0.8 
25,001-50,000 2 ( 2) 500 500 500- 500 O. I 
50,001 " over 1 ( 1) 2,000 2,':>00 + 0.2 

-
Total 99 (40) 

State 350 659 $ 100-2,500 I • 1 . *Number in parenthesis indicates number of respondents In class • 
+Not meaningful. 

Among the 40 respondents, the average bUdget allocated for training was 

1.1% of the total budget. The table also shows very clearly 

that the smaller departments have a larger percent of thel r total budget 

t 
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allocated to training. The International City Managers' Association re­

commends that one per cent of the total annual police budget be set as a 

goal for police training funds.! This cannot be considered an unrealis­

tic or unwarranted objective. 

Recommendation No. 25 THAT POLICE ADMINISTRATORS SET ONE 
PER CENT OF THEIR TOTAL ANNUAL BUDGET AS THEIR GOAL FOR 
TRAINING FUNDS. 

Should the conduct of training on a statewide basis become a reality 

municipalities would still need funds for travel, lodging, and subsistence 

in connection with the training effort. While most training would be co­

ordinated at the state level some training would be required at the de­

partmental level. In any event, if a sufficient training allocation is 

provided, the police administrator is better able to cope with rising 

costs incidental to training. 

Recruit training is provided in 38 per cent of Maine's municipali­

ties with organized police forces. Figure 7 shows a distribution by 

J popUlation groups of the per cent of municipalities providing or not pro­
f 

Viding recruit training. 

lInternational City Managers' ASSOCiation, ~. ~., p. 177. 
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EXTENT TO WHICH DEPARTMENTS REQUIRE NEWLY ~POINTED MEN 
TO ATTEND AND COMPLETE A RECRUIT SCHOOL 

Population 

1- 2,500 XXXXXX - 14 
2,501- 5,000 XXXXXXXXXXXXXX - 33 1/3 
5,001-10,000 ~~XXXXXXX - 60 

10,001-15,000 66 2/3 
15,001-20,000 ~ - 33 1/3 
20,001--25,000 xxxxx.xxxxxxxxx - 33 1/3 
25,001-50,000 XXXXXXXXXXXXXXXXXXXXX - 50 
50,001 & over XXXX:XXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXX - 100 ° 10 20 30 40 50 60 70 80 90 100 Percent 

Fig. 7 Percent of Number of Municipalities Providing 
Recruit Training 

r~ ReqUiredr ---...... - Not Required 
No 
Response 

Although the majority of these communities do not themselves provide 

recruit training, 46 per cent do send recruits to another agency for 

training and only 15 per cent do not formally train recruits. Fig. 8 

portrays the percent of municipalities prov~ding recruit training with 

another municipality. 

DEPARTMENTS NOT CONDUCTING RECRUIT TRAINING WHICH SEND RECRUITS 
TO ANOTHER AGENCY FOR TRAINING 

2,5 
5,0 

10,0 
15,0 
20,0 
25,0 
50,0 

1- 2,500 XXXXXXXXXXX - 23 
01- 5,000 '-

- 44 xxxxx. 
01-10,000 IVY YYVY yyx xx xxx - 65 
01-15,000 IY YY YYY xxxx xxx xxx - 78 
01-20,000 IVY YY xxx - 66 2/3 
01-25,000 IY YX YY YXX xxx x - 66 2/3 
01-50,000 
01 & over 

o 10 20 30 40 50 60 70 80 90 100 Percent 

Figure 8 Percent of N11mbe:r of Municipalities Sending Recruits 
Elsewhere to be Trained 

These data are compatible with the data shown in Table 89 in­
dicating 87 per cent of the chiefs favor recruit training. 

TABLE 89 

-

Population 
gl"::>UP 

1- 2,500 
2,501- 5,000 
5,001-10,000 

10,001-15,000 
15,001-20,000 
20,001-25,000 
25,001-50,000 
50,001 & over 

Total 
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SUPPORT FOR RECRUIT TRAINING BY POLICE ADMINISTRATO~S 

a 
tlO 
I:l 

'r-! 
I:l t';' t';' 'r-! 
ell a ell 
Jo..I +J +J 

tlO +J ell § I:l '1:1 
'r-! tlO 

~ 
.-l 

I:l I:l a 
I=l 

'r-! 'r-! :> tlO ell Jo..I tlO 
'r-! I:l Jo..I a I:l 

.~ ~ 
tlO 

'r-! +J ~ ~ ~ 'r-! .~ ~ Jo..I Jo..I +J Jo..I+J <Il 0- <Il Jo..I Jo..I Jo..I lH Jo..I <Il Jo..I Jo..I l-l Jo..I Jo..I 

~ ::l ,.c a a tlO tlO 11& a tlO a tlO a § !a' ~ a +J a :> a :> a 
~ Jo..I Jo..I ~ Jo..I ~ ~ ell Jo..I n1 Jo..I tlO Z Jo..I ~ 0- 0- ~ 0- ~ 0-

22 19 15 4 15 13 2 
39 36 35 1 35 33 2 20 20 19 1 19 17 2 9 9 9 9 9 3 3 3 3 3 
3 3 3 3 3 2 2 2 2 2 
1 1 1 1 1 

99 93 87 6 87 81 6 
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In addition, however, six chiefs did not favor any kind of training. 

These si~ chiefs represent small municipalities where any formal or 

organized training program would detract from regular protection and 

traffic control duties. Whether these chiefs actually considered 

training to be undesirable is difficult to know. Eighty-one of the 

chiefs said they favored a state-wide mandatory training program rather 

than a state-wide voluntary system, while 90 of the chiefs believe that 

a central agency would be bebc qualified to coordinate training aC.tiv-

ities in the state. 

TABLE 90 POLICE ADMINISTRATORS CONSIDERING A CENTRAL 
AGENCY BEST QUALIFIED TO COORDINATE TRAINING ACTIVITIES 

Population Number of 
municipali ties Yes No group 
in group* 

1- 2,500 22 (16) 16 
2,501·- 5,000 39 (37) 36 1 
5,001-10,000 20 (20) 20 

10,001-15,000 9 (9) 9 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 

50,001 & over 1 (1) 1 

Total 99 (91) 90 1 

*Number in parenthesis indicates number of respondents in class,. 

_ ... 'O_= ....... ___ ~~-. ----,-.------.•.. -,----•. -.--
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Eighty-three chiefs would support and enroll recruits if a central 

recruit school were provided. (See Table 91.) 'The evidence ove'.cwhe1m-

ing1y supports a, coordinating agency without which many of the small 

departments could not provide quality police training. 

Another training obstacle may be ignorance by Maine police admin-

istrators that municipalities in some states may be sued successfully 

for the tortious acts of their police where it has been asserted that 

~uch acts resulted from inadequate training which is a municipal 

responsibility. 1 

TABLE 91 POLICE ADMINISTRATORS WHO WOULD SUPPORT AND ENROLL RECRUITS 
IF A CENTRAL RECRUIT SCHOOL WERE PROVIDED 

Population Number of Chiefs support- Chiefs not 
group municipalities ing central supporting 

in group* school central school 

1- 2,500 22 (15) 15 
2,501- 5,000 39 (3A) 32 2 
5,001-10,000 20 (20) 19 1 

10,001-15,000 9 (9) 9 
15,001-20,000 3 (2) 2 
20,00J.-25,000 3 (3) 3 
25,001-50,000 2 (2) 2 
50,001 & over r (1) 1 

Total 99 (86) 83 3 

*Number in parenthes~s ~ndicates number of respondents ~n class. 

IJames P. Murphy, Is the Municipality Responsible for 
Insufficient!!..1!ained Police, Bureau of Public ,Administration, 
University of Maine, Orono, 1968. . 
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These obstacles may be some of the contributing factors to a lack 

of effort expended for training. One thing, however, is reasonably cer-

tain. If proper coordination for training at the state level becomes a 

reality much of the training burden will be partially removed from many 

chiefs who probably cannot provide properly for training. 

The Conduct and Coordination of Training Activities 

Only the largest departments can provide for their officers' train~ 

ing and the smaller departments generq11y do not or cannot provide or 

justify quality training. This is evidenced by 80 respondents, of whom 

only 19 conducted training for their recruits. A legislatively author-

ized state cOlnmission is probably the only agency which could success-

fully formulate and coordinate a training program based on the reCOlnmen-

dations contained in this work. 

This Law Enforcement Training Council would work toward two goals: 

(1) establishin.g, coordinating, and conduct;ing training programs for 

local police agencies and (2) establishing and upgrading minimum stand-

ards for recruitment. These t"l0 major functions would be supervised by 

a professional adlninistrator hired by the Council. The functions of the 

Council and role its members would play will be discussed later. 

Without removing control of personnel and training matters from 

local agencies, the council and its executive director can help to 

establish adequate personnel selection standards and to provide quality 

instructors in police training. 
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Commissions on police officers' standards and training now exist in 
1 

28 states. Only in seventeen states do the councils or commissions 

have the power to establish mandatory standards and/or to provide 

mandatory courses of instruction. If properly constituted by 1egis-

lative enactment, a state council could playa significant role in the 

process of upgrading law enforcement. 

Three possible plans for establishing a council in Maine have been 

formulated. 

Plan 1 would provide for a legislatively ".1\thorized council with 

powers to: 

1. conduct police training programs; 

2. establish guidelines for minimum educational and training 
standards for admission to employment as a full-time officer; 

3. certify police officers meeting minimum educational and 
training standards; 

4. establish curriculum requirements for basic and advanced 
courses and other programs for schools operated by or for the 
state for the specific purpose of tl;'aining law enforcement 
officers; 

5. approve institutions and facilities for training police officers; 

6. accept grants and enter into contracts with the federal govern­
ment or other public or private agencies to do such things as 
may be necessary and incidental to the execution of its authority; 

7. employ an executive director and such other personnel as may 
be neFessary to the performance of its functions; 

8. assist in the maintenance of training programs by such agencies 
and institutions as the council may deem appropriate. 

Figure 9 portrays a coordination chart for Plan 1. 

lSee Appendix H • 

! 
l. 
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The secr~tariat function in this plan would be carried out by an 

executive director employed by the Council to carry out its policy. 

(See Appendix I for a legislative draft.) 

Plan 2 would create a legislatively authorized council with the 

same powers as provided for in Plan 1; however, the secretariat function 

would be assumed by the Bureau of Training of the Maine State Police 

Personnel Division. The Training and Tactical Officer would act as 

principal agent or coordinator. FigurelQ depicts this plan while 

Appendix J su-mests necessary legislation. 

Plan 3 would enable the presently constituted Maine Municipal Police 

Training Council to opt for the State Police to conduct training while - they, the Council, retained the policy making role as set forth in Plan 

1. Figure l:.! shows this coordination scheme. 

The legislatively authorized council in Plan 1 would begin its work 

by selecting an imaginative and professional person with law enfotcement 

experience and, desirably, a person with a law degree or an advanced 

degree in the social sciences. This executive 1irector of the Maine Law 

Enforcement Training Council and a full-time secretary would be located 

Within the Maine State Police Personnel Division's Bureau of Training. 

No requirement would then exist for a new physical location. Only a 

minimal expenditure would be required for office equipment, supplies, 
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telephone charges, use of automobile and other travel expenses. At the 

Bureau of Training the necessary coordination could be established between 

and among the state law enforcement agencies. The State Police have a 

training facility near the headquarters which could be available for the 

training of local police" Close coordination with the State Police would 

be necessary, however, as they utilize the facility for training. Much 

of the training could be conducted there. If training of local police 

were to be conducted elsewhere, equipment for use in the facility could 

easily be transported to the area of training. 

This proposal has one very serious limitation and that is that who-

ever is selected to be the executive director must be an individual who 

has a broad perspective on law enforcement training and one, importantly, 

who has a cooperative disposition. Nothing could be more harmful than 

an executive director unable or unwilling to understand his role 'as 

dictated by the Council, or unable or unwilling to cooperate with the 

State Police, or both. Plan 1 would require an annual ~ppropriation of 

~50,OOO. This plan has been fully discus~ed with the Executive Director 

of the Maine Municipal Association and with the Director of the Personnel 

Division of the Maine State Police. l Both agree that such a proposal 

would be a viable solution. 2 

In Plan 2 the legislatively authorized council would function 

basically the same as in Plan 1; however, coordination of its policy 

lConference with Mr. John L. Salisbury, Executive Secretary, Maine 
Municipal Association, and Mr. Bernard K. Holdsworth, Captain, Maine 
State Police ~nd Director, Personnel Division. 

2 
See Appendix K. 

, . 
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for professional training would fall t th M i o e a ne State Police Personnel 

Division's Bureau of Training. Ct· 1 h er a1n y t e Training and Tactical 

Officer at the Bur€au possesses the necessary expertise to supervise this 

job; however, there are two possible disadvantages to this plan. First, 

the success of wholehearted cooperation between municipal police chiefs 

and the State Police in a training effort is very problematical. There 

certainly is no factual evidence to document this . uncerta1nty, but sub-

jectively it p'ppears that such a proposal based on voluntary cooperation 

may not be a workable plan as there appears to be some misunderstanding 

among chiefs in the larger municipalities of their prerogatives and func-

tion vis-a-vis those of the Maine State Police. S dl . econ y, 1f the Train-

ing and Tactical Officer is to act as the agent f th C 1 ·or e ~unci, his first 

allegiance would be to the State Police and not to the Council. There 

. 't 1sn necessarily any reason to believe that such a proposal would not 

work or to believe that the training officer could not do both jobs but 

this plan does not provide for the clear cut lines of authority and del­

egation of work that i,s suggested in Plan 1. Under Plan 2 it is con­

ceivable that the Council could be reduced to the level of an advisory 

board rather than a policy-making board with the power to enforce its 

will. It is difficult to believe that Plan 2 would cost much less than 

Plan 1. The personnel in the State Police Bureau of Training are fully 

committed to their duties s6 that additional personnel would be needed 

to inaugurate Plan 2. The Director of the Personnel Division of the 

'Maine State Police indicated that such a proposal would be acceptable to 

the State Police but that one additional State Police officer and an ad­

ditional secretary would be required. Obviously then, there would be 

little difference in cost between Plan I and Plan 2. 

-~-
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It is interesting to note that only in Colorado does the State Police 

or Highway Patrol as it is called there administer the state training 

program. In all, other states which have central training coordj.nation 

a separate agency has been created to oversee training activities. 

Plan 3 assumes that no legislatively authorized council :i.s to be 

created; therefore, the presently constituted Council could opt to have 

the State Police coordinate local police training. It appears that the 

State Police, with a full-time professional training staff already creat­

ed, would be able to provide central coordination in all law enforcement 

training. 

In all of these plans, facilities could be provided at State Police 

Headquarters which could made them operational in a relatively short 

period of time. The headquarters has within it the State Police Train­

ing function with a professional staff coordinating training. A 'police 

library with its cataloging and shelving would not have to be planned, 

executed, and maintained as one exists at State Police Headquarters. 

The advantages of professional association in police training activities 

should be apparent and should bear upon consideration being given to the 

entire effort being located at State Police Headquarters. From the fore­

going analysis, it appears the most vi.able solution would be Plan 1. 

Recommendation No. 26 THAT THE LEGISLAruRE ENACT T.~W 
ENFORCEMENT TRAINING LEGISLATION PROVIDING FOR A COUNCIL 
AND AN EXECUTIVE DIRECTOR. 
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The Role of the Law Enforcement Council 

Operating within the framework of the suggested legislation, an 

important early step for the Council is the establishment of basic 

minimum standards applicable to the organized departments. It is recog-

nized that the Council would only act as an advisory body regar~ing such 

matters. Any recruitment and training standards promulgated by the Council 

should be minimum desired standards. Not all municipalities, however, 

may meet the minimum standards. 

A basic step in establishing training programs is to develop or 

approve a curriculum and to determine the minimum number of hours required 

for each subject. Standards must be established for facilities, course 

materials, classroom techniques and aids, and qualificati9ns for instructors. 

The Role of a Training Coordinator 

Nothing will contribute more to police training and the development 

of police recruit standards than the permanefice and continuity afforded 

by a full-time professional devoting his attention to such matters. All 

three plans as previously described would provide for the professional 

direction and the permanence and continuity so necessary in this effort. 

The training coordinator does not prescribe the training programs and 

establish recruitment standards. His function is to advise the Council 

of the desirabiiity of proposals and then to carry out the decisions of 

'the Council. 

i.,.,.."" 
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The coordinator's major lit-ties aml responsibilities are: 

1. draft and recommend ,rules and regulations for the administration 
of the enabling legislation including the authority to ask for 
the submission of reports and information by police departments; 

2. 

3. 

4. 

5. 

7. 

8. 

propose minimum educat.iona1 and training standards for admission 
to employment as a police officer; 

certify persons qualified to be police officers after the 
successful completion of a recruit school; 

establish minimum curriculum requirements for recruit and 
advanced courses and programs for schools operated by or for 
the state; 

consult and cooperate with municipalities, counties, agencies 
of the state and with other institutiops concerning the develop­
ment of police training schools and programs or courses of 
. i I ~nstruct on; ( 

approve institutions and faci1ities~~r school operation by or 
for the state for the pu~~~se of t~aining police recruits and 
police officers; --~-~ 

make, or request the Council to sponsor, studies in aspects of 
police administration; 

enter into contracts or do such other things a~ may be necessaty 
to the accomplishment of the job; 

/ 
J 

Not the least of the responsibilities of a traj.niYig coordinator. 
/ ......... 

. ~ ./ 

would be convincing local governmental bodies -~nd··law enforcement 

officials of the desirability of undertaking innovations a~d helping to 

put these innovations into effect. 

Such is the role of the coordinator. To be effective he must 

receive the support of local police chiefs. Ninetv per cent of the 

chiefs indicated that a central agency would be best qualified to 

coordinate training activities in the state. (See Table 90, ante.) 

Recommendation No. 27 THAT A CENTRAL AGENCY BE 
ESTABLISHED FOR THE ADMINISTRATION OF STATEWIDE 
POLICE TRAINING ACTIVITIES. 

Basic Recruit Training 

Before a police recruit can perform general police tasks he must 
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have acquired a wide field of knowledge. It is unlikely that many police 

recruits will have had prior or in~service training and more unlikely 

that these recruits will have had prior police experience since most 

other occupations are different from police work. 

Before embarking on a proposal for recruit training it is necessary 

to gain an understanding of current practices among'the various depart-

ments. 

Table 92 shows the number of departments requiring the completion 

of recruit school as an employment condition. 

TABLE 92 EXTENT TO WHICH DEPARTMENTS REQUIRE NEWLY APPOINTED 
MEN TO ATTEND AND COMPLETE A RECRUIT SCHOOL 

Population Number of Require Do not require 
group municipalities completion of completion of 

in rou * recruit school recruit school 
1- 2,500 22 (13) 3 10 

2,501- 5,000 39 (31) 13 18 
5,001-10,000 20 (20) 12 8 

10,001-15,000 9 (9) 6 3 
15,001-20,000 3 (3) 1 2 
20,001-25,000 3 (3) 1 2 
25 p OOl-50,000 2 (2) 1 1 
50 001 & over 1 1 1 

Total 99 (82) 38 44 

o *Number in,parenthesis indicates number of respondents in 
class. 

----------_. __ ..... _--_. __ .. _---
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It is apparently common for departments to hire policemen without any 

requirement that they attend and complete a recruit course. There may be 

two reasons. Fir$t, in small municipalities the newly appointed officer 

may be the only officer or one of few officers. In this case he may be 

qualified or well trained; therefore, he may not need or require a recruit 

course. Second, even in the largest municipalities a newly appointed 

officer may have had recruit training and experience elsewhere. These 

factors must be kept in mind in evaluating Table 92 which shows that 

44% of the departments do not require newly appointed men to attend and 

complete a recruit course. 

It is significant to note that only 19 departments actually conduct 

recruit training. The three largest"departments conduct training and 

some others indicate that they do as well. Unless the smaller munic-

ipa1ities are cooperating with other jurisdictions in this training effort 

it is difficult to see just how training of a sufficient quantity and 

quality can be carried on concurrent1y,with other necessary law enforce-

ment work. It is questionable then that the small departments can train 

their officers effectively. 

Forty-six per cent of the departments send their recruits to some 

other agency to be trained. This is further evidence that police admin-

istrators would favor another agency training their recruits. It also 

tends to indicate that police administrators realize their limitations 

and seek the best available training'for their officers. Significant 

is the fact that the agencies sending their recruits to another agency 

to be trained represent, for the most part, small municipalities. 
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The extent to which recruit training is conducted only for recruits 

is shown in Table 93. 

TABLE 93. EXTENT TO ~mICH RECRUIT TRAINING IS CONDUCTED ONLY 
FOR RECRUITS 

Population No. of munic~ Recruits onb Recruits and 
group ipalities in others 

~roups* 

1- 2,500 22 (1) 1 
2,501- 5,000 39 (8) 8 
5,001-10,000 20 (3) 1 2 

10,001-15,000 9 (2) 1 1 
15,001-20,000 3 (1) 1 
20,001-25,000 3 (1) 1 
25,001-50,000 2 (1) 1 
50,001 & over 1 (1) 1 

Total 99 (19) 5 13 

*Number in parenthesis indicates number of respondents in class. 

Though only 5 departments adhere to this practice it is thought to be the 

best practice. A recruit needs a more fundamental backgro~nd than senior 

officers. To conduct recruit and advanced courses together defeats the 

purpose of both. Table 94 points out the extent to which advanced train-

ing is given recruits in lieu of recruit training. 

r 
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TABLE 94 EXTENT TO walCH RECRUITS ATTEND ADVANCED TRAINING IN 
LIEU OF RECRUIT TRAINING 

Population No. of munic- May attend Do not attend 
group ipali ties in other other 

~roups* trainin.-& trainin~ 

1- 2,500 22 (13) 5 8 
2,501- 5,000 39 (27) 17 10 
5,001-10,000 20 (19) 14 5 

10,001-15,000 9 (9) 5 4 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (1) 1 
25,001-50,000 " ,,,' I') 

~ \/-, ~ 

50,001 & over 1 (1) 1 

Total 99 (75) 47 28 

*Number in parenthesis indicates number of respondents in class. 

Forty-seven departments indicated that their recruits do attend other 

training in lieu of recruit training. This practice is not considered 

appropriate or adequate for the needs of the individual or the depart­

ment. The following table· shows that 41 of the departments indicated 

that recruits received advanced training. 

TABLE 9S TYPES OF TRAINING CONDUCTED FOR RECRUITS IN LIEU OF 
RECRUIT TRAINING 

Population No. of municipa1- Advanced Specialized in 
group ities in groups* service training 

1- 2,500 22 (5) 4 1 
2,501- 5~000 ~a (16) 1 I, 2 oJ", ... .., 
5,001-10~OOO 20 (14) 13' 1 

10,001-15,000 9 (5) 4 1 
15,001-20,000 3 (3) 3 
20,001-25,000 3 (1) 1 
25,001-50,000 2 (2) 2 
50,001 & over 1 (0) 

Total 99 (46) 41 5 

*Number in parenthesis indicates number of respondents in class. 
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Though advanced training may be better than none it does not provide a 

new appointee w:i,th the rudimentary knowledge so necessary to a basico.nder-

standing of law enforcement. 

The hours of classroom and field work devoted to recruit training 

vary considerably among the departments. 

TABLE 96 HOURS OF CLASSROOM AND FIELD WORK DEVOTED TO RECRUIT TRAINING 

Population No. of munic- Classroom Field Total 
group ipalities in work training training 

s* 

1- 2,500 22 (1) 40 28 68 
2,501- 5,000 39 (4) 20 42.25 62.25 
5,001-10,000 20 (2) 36 26 62 

10,001-15,000 9 (2) 62 40 112 
15,001-20,000 3 (1) 30 10 40 
20,001-25,000 3 (0) 
25,001-50,000 2 (2) 56 24 80 
50,001 & over 1 (1) 155 20 175 

Total 99 (13) 55.7 33.9 89.6 

*Number in parenthesis indicates number of respondents in class. 

It is difficult to provide any qualitative appraisal to the data shown. 

However, in quantity it can be seen that among the 13 respondents the 

total training hours given recruits is 89.6. In terms of quantity this 

is hardly considered adequate. 

If many departments do not conduct recruit training some other agency 

should do so. Table 97 shows those agencies which offer recruit training 

to other departments and the extent to which those sponsoring departments 

pay for all incidental costs. 
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TABLE 97 NUMBER OF AGENCIES WHICH OFFER RECRUIT TRAINING TO OTHER 
DEPARTMENTS AND THE 'EXTENT TO WHICH THE OFl"BRING ~GENCY PAYS FOR ALL 
INCIDENTAL COSTS 

- -
Population No. of munic- Do not offer Offer re- Pay in- Do not p 
group ipalities in recruit train cruit tr. cidenta1 incident 

groups* 'ing to other to other costs costs 
departments dept. 

1- 2,500 22 (12) 12 
2,501- 5,000 39 (17) 14 3 3 
5,001-10,000 20 (14) 13 1 1 

10,001-15,000 9 (7) 7 
15~001-20~000 3 (3) 3 
20,001-25,000 3 (0) 
25,001-50,000 2 (1) 1 1 
50,001 & over 1 (1) 1 1 

Total 99 (55) 49 6 5 1 

*Number in parenthesis indicates number of respondents in class. 

Only 6 departments offer training to 46 other departments. 

Table 98 shows the average number of years police experience of 

departmental instructors who conduct recruit training. 

TABLE 98 AVERAGE NUMBER OF YEARS POLICE EXPERIENCE OF DEPARTMENT 
INSTRUCTORS WHO CONDUCT RECRUIT TRAINING 

Population Number of municipalities Average years 
group in groups* experience 

1- 2,500 22 (3) 13.3 
2,501- 5,000 39 (6) 13.2 
5,001-10,000 20 (4) 7.4 

10,001-15,000 9 (2) 10.0 
15,001-20,000 3 (1) 20.0 
20,001-25,000 3 (0) 
25,001-50,000 2 (1) 15.0 
50,001 & over 1 (1) 25.0 

Total 99 (18) 13.7 
*Number in parenthesis indicates number of responijents in class. 
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The departments may send some of their instructors to another agency to 

instruct. Though 13.7 is their average number of years police experience, 

a question could be asked of the type of experience which these :Lnstructors 

have had and the extent to which they may be qualified in those subjects 

which they teach. The foregoing analysis of current training practices 

in Maine provides one with the basis for improving present practice. 

In planning a recruit training course care must be exercised to 

select the subjects that will contribute most to the development of the 

officers in the time available. If the course is not carefully planned 

subjects may be given too much or too little attention. The 160-hour 

basic course, outlined below and fully described in Appendix L is con-

sidered a minimum for a police recruit training course. A study of recruit 

training practices in the other 49 states revealed that 161 hours is the 

average number- of hours devoted to basic recruit training among the 22 

states responding to that portion of the study. (See Appendix H.) 

STATE OF ~1AINE 

LAW ENFORCEMENT TRAINING COUNCIL 

SUBJECTS 

I. INTRODUCTORY 

BASIC QOURSE - 160 HOURS 

SUMMARY 

1. Registration~ Orientation 
2. Historical Development of Law Enforcement 

as a Profession 

HOURS 

1 

1 
2 

_ ........... _ ....... -_ ... _ ... 
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II. 

III. 

IV. 

V. 

SUBJECTS 

POLICE AND THE PUBLIC 

1. Ethics and the Law Enforcement Office>: 
2. Creating a Favorable Public Image 
3. Police and the Minority Group 
4. HUman Relations and Applied Psychology 

LEGAL SUBJECTS 

1. Civil Rights, Constitutional and Statutory 
2. Court Organization and Procedures in Maine 
3. Maine Criminal Law 
4. Laws of Arrest 
5. Laws of Search and Seizure 
6. Rules of Evidence 
7. Statements, Admissions and Confessions 
8. Jurisdiction of Local, County, State and 

Federal Ager.cies 

TRAFFIC 

1. Traffic Problems and Co~tro1 
2. Acts Regulating Traffic 
3. Driver Licensing 
4. Maine Motor Vehicle Laws 
5. Techniques and Methods of Traffi.c Law Enforce­

ment 
6. Accident Investigation and Reporting 
7. Signals and Gestures in Traffic Control 

CRIMINAL INVESTIGATIONS 

1. General Principles 
2. Principles of Interviewing and Interrogation 
3. Collection, Identification and Preservation 

of Physical Evidence 
4. Principles of Searching a Crime Scene, 

including practical problem 
5. Stolen Motor Vehicles 
6. Basic Fingerprinting, Including Latent 

Print Demonstration 

HOURS 

1 
1 
1 
7 

10 

3 
2 
8 
5 
5 
5 
2 

2 
32 

2 
4' 
2 
5 
6 

8 
1 

28 

2 
2 

5 

4 
2 

3 
18 

VI. RECORDS AND REPORTS 

VII. 

VIII. 

1. 
2. 
3. 

Basic Police Record Systems 
Reports and Report Writing 
Traffic Records and Their Uses 

PATROL PROCEDURES 

1. Proper Use of Police Radio and Communications 
Systems 

2. Techniques of Patrol 

SPECIALIZED SUBJECTS 

1. Emergency Aid to Persons 
2. Recognition and Handling of Abnormal Pcrsons 
3. Crime, Causation and Control 
4. Juvenile Matters 
5. Police Control of Crowds and Mob Action 
6. Techniques and Mechanics of Arrest 
7. Physical Education, including Defensive Tactics 
8. Firearms Training 
9. Testifying in Court 

IX. EXAMINATIONS 

Total 

For a detailed description of each subject see Appendix L. 

1 
4 
1 
6 

1 
.1. 
5 

8 
2 
3 
4 
5 
If 
8 

16 
.2 
53 

6 
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160 

To avoid a theoretical appearance the purpose and value of each subject 

should be explained and related to actual or conceivable experience with 

which a police officer may be confronted. It is unne~essary and undesir-

able to require recruits to memorize long passages of written material. 

What is important is that they understand principle~ and how to apply 

them. Methods of presentation ought to be diversified using the lecture, 

conference, and disc'Ussion methods as basic approaches coupled with 

demonstrations and practical exercises. Mechanical aids such as motion 

pictures and tape recordings may also be used effectively. There should 

, 
--'--
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be several examinations over the material covered. This tests the 

recruit and emphasizes to him the need to apply himself seriously. 

To appreciate the significance of recruit training those responsible 

for its planning should, if all municipalities voluntarily participate, 

expect to provide training for an estimated number of 160 officers. l 

lThere are 762 sworn officers in Maine (See Tables 2 and 3). 
If the turnover remains at approximately 2.3 officers per 
department as it was in 1964, 1965, and 1966, one could 
expect that 122 officers would need training provided none 
of these had prior police service or had completed some 
kind of police training program. 

In Table 59 it can be seen that 2 officers from each of 
52 reporting agencies were recruited and appointed to 
police service in years 1964, 1965, and 1966. The 
number of 104 officers does not vary that '~'ignificantly 
from the 122 officers pr.eviously given. If one were to 
check this again with the estimate of the numbers of 
police officers expected to be recruited in the years 
1968 - 1975 the number would average 2.3 officers over 
this 8-year period. (See Table 60). Again as there 
were 52 respondents the number expected to be recruited 
from this group would aver~ge 120 officers per year. 
If one were to average the three totals, that is, the 
number of officers recruited and appointed to police service 
52 respondents with 104 officers; and the estimate of the 
number of officers expected to be recruited 1968 - 1975 
52 respondents with 120 officers, the number would average 
115 officers per year who could expect to be trained, that 
is, prov'ided they had nl.)t been previously trained at the 
recruit or in-service level. 

Though these figures are based upon slightly more 
than half of all possible respondents, one must carefully 
note Table 9 to see that only in the largest munic:ipalities 
was the response complete. In the population groul~ of 
5,000 to 10,000 there was only a 50 per cent response 
vis-a-vis the possible number of respondents. The next 
two population groups received a progressively smaller 
percentage of response. One could not assume that t.:he , 
2.3 officers in the 54 departments would mean that dlis 
same rate would apply to the other 45. The municipalities 
in the population groups below 10,000 - 15,000 responded 
at or below 50 per cent. It is these departments, of course, 
which have fewer policemen, however, the turnover is hi,gher 
as shown 011 Table 9. 
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While an estimate of potential officers has been calculated, the 

phicement of the school needs to be considered. The location of recruit 

training activities would obviously be a decision made by the Council. 

To assist in this evaluation some geographical consideration will be given 

to both a central and regional approa,ch to the matter. During this eval-

uation it must be remembered that the office of the coordinator would 

remain in the State Capital and that he would effect all coordination 

from his office at State Police headquarters no mat.ter where 'training 

were conducted. 

The State Police Academy is located in Augusta. (See Appendix M for 

a Location Map). The facility, a self contained temporary wood frame 

does not require service support from any organization except the State 

Police. It has ample facilities for providing classroom space, housing 

and feeding for 50 individuals at one time. The State Police would make 

the facilities available to include messing for approximately $17.85 per 

officer per week. Aside from salaries and travel expenses this weekly 

rate would be the only ~ost incurred by the municipality. The central 

academy for training recruits has certain definite advantages. For one 

thing the officer is taken away from his home town where the department 

may want to use his services, or otherwise interrupt his training. 

IFootnote (contd) 
If the assumption could be made that on the average the other 
45 departments might expect to have at least 1 officer leaving 
police service and recruiting 1 officer in his place then 45 
officers annually would be added to the previously cited 
figure of 115. One officer, on the average, to be recruited 
for the remaining 45 departments would not appear to be an 
exaggerated figure. A closer look at Table 9 will show that 
even in the smallest municipalities the annual turnover rate 
was more than 1 officer. This addition of 45 officers would 
mean than an estimate of 160 municipal police officers might 
need recruit training on an annual basis. 

------.--,--------,--~ ............... -----~- .-- ---~ .. --.--------.. -----~---.--------
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He would at the central facility be away from family and other distract-

h lit f his work or lessen the ing influences which might impare t e qua y 0 

time which should be devoted to independent study. He would be in a 

under controlled conditions and supervised both by barracks environment 

state and local senior po cemen. Ii Be1'ng required to live in such a set-

ting is conducive to good study habits -- habits which every police offi­

cer must develop in this age of developing technological and sociological 

only at the recruit level of training that this change. It is, howeve~, 

type of controlled living arrangement is advocated. 

There is much to be said for the central facility as the training 

coordinator would need to spend much or most of his time at the location 

1 He also Would have to devote time to for training during these c asses. 

other phases of his work, namely, advanced and specialized in-service 

training and to other assignments. 

, of recruits is to have three class­Another approach to the train1ng 

i Possible summer locations (mid-es conducted at three regional locat ons. 

June through mid-September) are the four Maine Vocational ~rechnical In­

stitutes, the Southern Maine Vocational Technical Institute in South 

Portland, the Central Maine Vocational Technical Institute in Auburn, the 

Eastern Maine Vocational Technical Institute in Bangor, artd the Northern 

Maine Vocational Technical Institute in Presque Isle. 

All four directors have agreed to have recruit training conducted 

at their locations. (The Eastern Maine Vocational Technical Institute 

will not be available for use until the summer of 1969.)" The cost per 

officer per week would be approximately $30. This would include housing~ 

meals, and use of facilities. Classroom space, eating and housing 

facilities would be limited to about 50 officers per class. The 

difference in incidental housing and meal costs to municipalities 

between the central and regional approaches would be negligible and 
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should not be considered significant. It is doubtful that more than 50 

recruits in anyone class could be accomodated effectively. Therefore, 

three classes should be considered in scheduling the recruit course. The 

time of year Should also be considered in scheduling. As firearms train-

ing would be accomplished outdoors, consideration should be given to fall 

and spri~g as proper times for training. Summer is inappropriate as 

annual departmental leave time is often scheduled. Fall and spring would 

provide for temperate climate and allow departments a span of time to 

schedule their recruits. It is recognized that few departments could 

send a recruit to a basic course before the recruit is actually working 

at his job. Though it is desirable for the recruit to receive formal 

training before performing police duties it is recognized that this may 

be impractical in Maine. The new officer in all probability will work 

as a member of a department on probationary status until he has at least 

attended the basic recruit course. 

Recommendation No. 28 THAT NO OFFICER BE APPOINTED TO 
REGULAR POLICE STA1US UNTIL HE HAS SUCCESSFULLY COM­
PLETED A CERTIFIED BASIC RECRUIT COURSE. 

Table 99 shows that 49 of 92 responding police administrators (53 

percent) favor the central approach to recruit training, while 35 of the 

respondents (38 percent) favor the regional approach. 
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TABLE 99 LOCATIONS WHICH POLICE ADMINISTRATORS FAVOR FOR RECRUIT 
TRAINING 

Population N,umber of 
group municipalities Central Regional Mobile or 

in group* circuit 

1- 2,500 22 (17) 8 7 2 
2,501- 5,000 39 (37) 15 17 5 
5,001-10,000 20 (20) 14 6 

10,001-15,000 9 (9) 6 2 1 
15,001-20,000 3 (3) 2 1 
20,001-25,000 3 (3) 2 1 
25,001-50,000 2 (2) 1 1 
50,001 & over 1 (1) 1 

Total 99 (92) 49 35 8 

*Number in parenthes~s ~ndicates number of respondents ~n class. 

It is true, of course, that if recruit training were to be conducted 

at regional locations that less travel time possibly would be required 

for officers to return to their municipalities in an emergency. 

The advantages to having a central recruit school seem to outweigh 

the advantage in having officers closer to their own jurisdiction. As 

the state capital is reasonably central it would appear that training 

could be well-handled there without an inconvenience to municipalities. 

Eleven states have the central plan of police training. (See Appendix H.) 

Eighty three per cent of the lIIunicipal police administrators indi­

cated that they would support and enroll recruits if a central recruit 

school were to be provided. This evidence overwhelmirtJly shows that 

the central plan for recruit training would be supported voluntarily. 
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If the 160-hour basic course were to be given on a regional basis 

the training coordinator would not be free to perform his other duties 

as much of his time would be spent in the regional areas. It must be 

remembered too that if the training of recruits is to be 160 hours in 

length and if approximately 160 officers need to be trained annually then 

this means that roughly three classes of a one-month duration would have 

to be scheduled. 

Recommendation No.29 THAT THE STATE POLICE ACADEMY' 
IN AUGUSTA BE ESTABLISHED AS A QENTRAL FACILITY FOR 
THE TRAINING OF MUNICIPAL POLICE RECRUITS. 

Many departments would find three classes of the basic recruit 

course to be desirable. They would then be able to schedule a recruit 

at their most convenient time. The largest departments would be able to 

distribute their recruits among the three classes thus imposing no per­

sonnel strain on the department. 

Consideration ought to be given to one class being conducted from 

mid-March through mid-April; another during the month of May, and a 

third being conducted io' October. 

Recommendation No. 30 THAT THREE BASIC RECRUIT CLASSES 
BE CONDUCTED DURING A CALENDAR YEAR AND THAT THEY BE 
SPACED THROUGHOUT THE YEAR AVOIDING BOTH WINTER AND 
SUMMER MONTHS. 

Police officers already serving under permanent appointment who 

have not completed a recruit course should not be expected to attend and 

Complete a recruit course. Their practical experience should have satis-

fied such a requirement. 

Consideration must also be given to the methods of instruc.tion and 

quality of the instructors. Nothing could discourage municipalities 
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any more from sending recruits voluntarily to such a course than for the 

course to be managed improperly., In this the coordinator will be res-

ponsib1e to see that appropriate methods of instruction are used and that 

'qualified instructors are selected to present materials to the classes. 

There is no police agency in Maine which has full-time instructors. All 

instructors then will have to be drawn from the various local, county, 

state and federal police agencies. This can and should be done. Many 

local and state police officers in Maine have expertise in certain phases 

of law enforcement. At an early date the coordinator should attempt to 

appraise the quality of local department personnel by sending inquiries 

to the organized departments seeking such information. He would then be 

in a position to evaluate their degree of experience and possibly their 

capabilities in teaching. Certain courses, though, should be taught by 

or with the assistance of civilian sp~cialists. For example, talented 

instructors from other disciplines should be used for instruction of such 

specialized subjects as law, psychology, and race relations. The FBI 

National Academy has long had civilian instructors as part of its visit-

ing faculty. For example, in 1966 the following civilian instructors 

taught at the National Academy: a professor of psychology, a sociologist, 

a chief clinical psychiatrist, four judges from varioiUs levels of the 

court system, a professor of history, a physicist, and a chemist to cover 

the field of criminolistics, a superintendent of schools, and a represen­

tative from the news media. l This is done on only a limited basis today 

in Maine departments, although instructors from other di,sciplines are 

apparently selected as indicated on Table lOO~ 
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Most training courses are taught almost exclusively by lecture method, 

even though the limitations of such instruction have long been recognized 

by professional training directors and educators. The extent to which 

traj.ning academies utilize methods of instruction other than the lecture 

method was reported in a 1966 survey of the National Council on Crime and 

Delinquency. 1 This survey indicates that many police departments are 

either unaware of newer educative techniques or do not recognize the need 

for them. 2 Certainly the best possible techniques should be employed for 

use in the classroom. It is doubtful, however, that courses could be 

given in educational methods without a full-time training staff. The 

coordinator should be aware of this limitation and in his effort to 

obtain visiting instructors, careft~lly screen t'he candidates with a view 

toward selecting only, ~'. . persons most technically qualified and best 

able to present materials to a class. 

This basic course is very important and should be established before 

attentiorl. is given to any other form oJ training. 

1 

Recommendation No.31 THAT THE BASIC POLICE COURSE BE 
APPROVED AND ESTABLISHED BEFORE CONSIDERATION IS GIVEN 
TO OTHER TYPES OF TRAINING. 

Pilot Study of Correctional Training and Manpower, (Department 
of Health, Education, and Welfare. National Council on Crime and 
Delinquency and Office of Juvenile Delinquency and Youth Development) 
1966. ' 

2Ibid• 
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Advanced In-Service Training 

After the recruit has completed the basic recruit course his learning 

of practical police matters has really just begun. He will, it is true, 

have the essentials to equip himself for starting a regular assignment. 

It is important that the recruit course have left with the new officer an 

impression that further study is both desirable and necessary. The new 

officer' s on-th~-job trainj.ng for a while after completion of the recruit 

course will likely be under the guidance and direction of a veteran officer 

and in the smallest municipalities the chief himself. 

Training of recruits should be extended beyond the recruit course to 

provide a broader knowledge of the practical aspects of law enforcement 

and to assure that questions and problems arising on their tours of duty 

are answered satisfactorily. Officers having. attended such a centrally 

administered recruit course should be given supplemental training in their 

individual departments concerning. department policy, applicable local 

ordinances, local geography, and other useful data pertinent to the 

municipality. 

It is suggested that officers who have not attended and completed 

the recruit course spend their time prior to enrolling in such a course 

on the early morning shift Leceiving full-time on the job training. This 

may not be possible, however, for officers in the smallest municipalities. 

The early morning shift is normally least desirable to the experienced 

officers, it is usually lightest in work load, and it provides the recruit 

an opportunity to perform police work out of sight of a large segment of 

the public.. For those who have just completed recruit school this same 

.. . . 
1 
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course of action is suggested. The early morning shift provides a linlited 

opportunity for the officer just completing the recruit course to put 

into practice those principles taught at the basic course. 

Advanced training for veteran officers keeps them knowledgeable about 

current exigencies and apprises them of new developments in the police 

field. Changes in police work evolve from changing social thought patterns, 

legal developments, and scientific adV'ances. These rapidly changing con­

ditions more than ever before require ingenuity and adaptation by the 

police. Officers must be infornled of curren.t developments and training 

gives the occasion for such j.nformation. 

Two types of advanced in-service training will be considered -- that 

planned and conducted by the in.dividual departments and that planned by 

the state coordinator and Council. 

As regards the first, most departments are poorly equipped a.nd. staffed 

to conduct any kind of training other than short lectures and discussions. 

By these methods some practical departmental training can be accomplished. 

In the lecture. and discussion sessions briefings c.an be planned to acquaint 

officers with new ordinances and laws and to refresh officers with exist-

ing ordinances and laws. The purpose, effect, and enforcement plan of 

new regul.ations must be well presented to avoid confusion. Recent federal 

and state court decisions and their interpretations must be examin.ed and 

meaningfully explained. An occasional session can be planned tg keep 

officers informea of the extent and inci.dence of various types of crimes 

in the community. Another may be devoted to selective enforcement with 

an emphasis on how to lower the incidence of particular crimes or mis­

demeanors that are causing the most trouble in a municipality or tha.t are 
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impairing the department's prestige or public image. Frequently, a 

session can be devoted profitably to discussion of new problems facing 

the police and of complaints received from the public, means of correct-

ing them and progress made since the latest, session. 

One of the practical benefits to a department fr.om such lectures and 

discussion sessions may be that officers who have been in the habit of 

gathering frequently to keep abreast of developments in the law enforcement 

field may respond more effectively to crises than if they had been unac-

customed to this sort of collective thinking and discussion. They may 

enthusiastically embrace departmental policies if they feel that they 

have had a part in developing them through these discussion sessions. 

A technique of providing depElrtmental training was inaugurated in 

the Los Angeles Police Department in the fall of 1948 in the forln of a 

roll call training procedure utilizing printed material to facilitate 

instruction. 1 It was put into practice by having a short discussion 

period at roll call time. Later the plan was extended to all divisions 

and the roll 'call period was lengthened to allow an uninterrupted 

training period of 15 minutes a day. It is suggested that municipal 

departments devote about 15 minutes to the conduct of this sort of roll 

call training. 

Local police administrators should obtain such excellent training 

aids as "Training Key" or sight-sound films provided by the International 

Association of C~iefs of Police. These aids serve as superb supplements 

to short lectures and discussions. Local police administrators could 

use the roll call training time to present materials applicable to the 

lW. A. Worton. Roll Call Training (Los Angeles Police Department) 1949. 

". 

• ~ \> 0\. _. 



:,i 

," ~~r~i'"f···~' .. 

218 

local jurisdiction. 

Recommendation No.3 2 THAT ROLL CALL TRAINING BE 
INAUGURATED IN LOCAL DEPARTMENTS AT AN EARLY DATE 
UTILIZING USEFUL TRAINING AIDS. 

Fifty-seven per cent of the police chiefs actually administer or 

coordinate their training activities. Though another indhridua1 may 

coordinate training only the chief can provide the direction so necessary 

in this important endeavor. 

Before leaving those things which would be considered departmental 

responsibilities in advanced in-service training, a police library must 

be mentioned. A modest appropriation will suffice to establish an up-to-

date collection of fundamental police books. Only 11 per cent of those 

responding have police libraries. Even among these eleven departments 

a closer look might be given to the nature and quality of the holdings. 

No department should overlook this important aspect of training and 

education. A selected bibliography of basic literature in the police field, 

published by the International Association of Chiefs of Police, is a 

useful guide to establishing a library. While some of the more frequently 

used books must be kept available for reference purposes, a local depart-

ment should have no difficulty in working out a loan system for reading 

and study during an officer's off-duty hours. 

Books selected for the library should be classified by major subjects 

and a classified list should be furnished to all members of the force. 

A record of loans might also be placed in the officers' personnel folder. 

In this way the officer may be encouraged to read from the departmental 

collection. Such a library also offers opportunity for continuation 

training of supervisory officers. It provides material for use in 

promotional examillat:lons. If officers realize that the material con-
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tained in promotional exams may come from certain source materials they 

may read thel.n. 

The police administrator should consult with the municipal or other 

librarians in his jurisdiction in an attempt to upgrade the holdings in 

police related fields. Should a department not be able to provide a 

police library a local public or private library may be able to do so. 

It is suggested that the library appropriation be placed as /!In, item 

in the training portion of the total police budget. 

Recommendation No.33 THAT ALL DEPARTMENTS ESTABLISH 
A POLIC~ LIBRARY WITH A VIEW TOWARD USING THE MATERtALS 
FOR DEPARTMENTAL TRAINING AND THE INDEPENDENT EDUCATION 
OF OFFICERS. 

The roll of the state agency in coordinating advanced in-service 

training may be very broad. 

Essentially the coordinator would establish an advanced course and 

carry forward subjects introduced in the recruit course. Possible sub-

jects are listed below: 

Police Tactics 
Patrol Procedures 
P()lice Procedures 
Civil Cases Reported as 

Criminal Offenses 
Techniques of Investigation 
Penal Code and Related Criminal 

Laws 
Juvenile Control 

Photography 
Public Speaking 
Departmental Rules and Regulations 
Reading for Self-Improvement 
M.ental Illness (Psychiatry) 
Law of Evi.dence 
Collection, Preservation, Identi­

fication and Storage of Evidence 
Criminal Laboratory and Scientific Aids 
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Note Taking (field) 
First Aid 
Typing 
Raids 
Road Blocks and Covering Plans 
Self Defense and Offense Techniques 
Firearms, Gas and Explosives 
Race Relations and Minority Groups 
Subversive Activities 
Civil Process and Procedure 
Municipal Organization 
Installation and Use of Recording 

Devices 
Surveillance 
Federal And Military Agencies 
CiC'owd Control 
C:Lvi1 Disturbance Control 
Mutual Aid 
!,Iaws of Arrest 
Court Pr.ocedure and Conduct 
Techniques and Mechan~cs of 
, Arrest 

Search and Seizure 
Identification 
Description of Persons 
Description Property 

Interrogation 
Crime Prevention and Repression 

(not juvenile) 
Communications 
Records 
Report Writing 
Departmental Orders 
Extradition 
Supervisory Officer Training 
Public Relations 
Jails, Detention and Custodial Care 
Classification of Prisoners 
Care and Use of Departmental Equipment 
Traffic Enforcement 
Traffic Division Organization 
Traffic Accident Investigation 
Sources of Police Information and 

Confidential Informants 
Vice 
Stat€!ments and Confessions 
Undercover Investigations 

Advanced in-service training courses should be conducted in regional 

areas and limited to no more than 5 days per session. To take the -state 

coordinator away from his office for long periods of time would not enable 

him to perform other duties. Veteran officers, especially with specialized 

sk.ills,may be unable to 'absent thf!mse1ves from their departments for ex-

tended periods of time. 
'. 

The State Police Training Academy and the Maine Vocational Technical 

Institutes could be used for short advanced in-service training. Directors 

of these institutions have stated that for limited periods of ·time their 

facilities could be made available throughout the year. With the exception 

of Portland and Bangor, good police classroom facilities do not exist~ 

From the standpoint of housing and meals the State Police Academy and 
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the Institutes would be equipped to accommodate up to 50 officers at any 

one time. 

It is probably reasonable to assume that if there is to be a regional 

approach to advanced i~-service training that fewer than 50 officers would 

be expected to attend anyone of the sessions. 

Cost figures as previously cited would apply to advanced training. 

Specialized In-Service Training 

At some point in time as officers develop experience, progress in 

advanced in-service training, and show an aptitude and interest in a 

special phase of police work, they may wish to pursue a study of a 

specialty such as traffic accident investigation, juvenile problems, 

techniques in polygraph examination, or laboratory services. 

No municipal police agency at present can offer such a specialty 

course to any of its olfficers. Whenever a department considered training 

its officers in such special phases of police work it has sent the officers 

to institutions or agencies qualified in teaching the specialty. This 

usually has required payment of registration, tuition, board, lodging, 

travel and any other incidental costs. 

Only a few institutions or agencies offer a compl<2hensive course of 

instruction in specialized subjects and attendance at these schools is 

normally selective. 

It may be impractical for the Council to become involved in the 

training of police specialties. Such training can be very expensive in 

terms of physical aids and equipment and in terms of qualified personnel 
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to teach specialized courses. 

Recommendation No.34 THAT THE COUNCIL NOT CONSIDER 
THE ESTABLISHMENT OF SPECIALIZED COURSES THAT CAN BE 
PROVIDED BY OTHER AGENCIES OR INSTITUTIONS. 

A few of the agencies and institutions offering quality specialized 

courses will be discussed. 

To cite an example,the Northwestern University Traffic Institute of 

Evanston, Illinois offers several short courses and one nine-month advanced 

course to police traffic officers. The advanced course, covering a full 

academic year is for officers who will plan and direct traffic control 

programs. Applicants are selected competitively and each attends on a 

fellowship or scholarship. It is clear that only applicants from the 

largest departments would be considered. The Law Enforcement Council 

could act as a clearing house selecting annually the person or persons 

most qualified from various municipalities. 

The Federal Bureau of Investigation offers its full resources for 

the training of local law enforcement officers through its National Academy. 

A candidate to the National Academy must be nOp1inated by his department 

head and here again it is recommended that the Council screen the applicants' 

fr.om municipal departments. Clearly, it is recognized that the munic-

ipalities must cooperate in this effort. To have a single Council coor­

dinated effort in making a recommendation would be very valuable. In 

this conn~ction, the institution might recognize that the Council would 

be in an excellent position to assess the total needs of the state. 

" 
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Numerous agencies and institutions which conduct specialized train­

ing could be discussed. Two have been mentioned only to show the diversity 

of the types of institutions. The state training coordinator could find 

out what quota could be expected from various institutions,poll the 

departments which would qualify under the established criteria, seek 

nominations from municipal department heads and then after classifying 

the candidates present the nominations to the Council for their approval 

and recommendations. 

University Education for Police Officers 

In the past few years a number of universities and colleges have 

offered various courses in criminology. Some courses are designed for 

undergraduate or graduate students who may be preparing themselves for 

service in some field of law enforcement. Some of the universities and 

colleges offer in-service training programs to regular employees of law 

enforcement agencies. The aim in these in-service'programs is to raise 

police work to a higher vocational level concerned with social issues, 

human motivation, crime prevention, and techniques of good enforcement. 

College level training in law enforcement combines the specialized 

police courses with liberal arts courses. This training then relates 

law enforcement techniques and problems to socia~ politica~ and economic 

considerations. 

As of August, 1968 there are no colleges or universities in Maine 

which offer police courses either to regularly enrolled students meeting 

general college or university requirements or to members of law enforcement 
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~gencies seeking to take non~credit course work. The only institutions 

of higher education in New England which offer studies in law enforcement, 

according to a recent survey conducted by the International Assuciation 

of Chiefs of Police,l are Northeastern University in Boston, Massachusetts 

and St. Anselm's College in Manchester, New Hampshire. 

It is unlikely that many police officers could matriculate in the 

major colleges and universities in Maine. Table 101 shows that 11.7 

years of schooling is the average level of education. 

TABLE 101 LEVEL OF EDUCATION OF LOCAL POLICE OFFICERS 

-
Population 

5 
10 
15 
20 
25 
50 

group 

1- 2,500 
,501- 5,000 
,001-10,000 
,001-15,000 
,001-20,000 
,001-25,000 
,001-50,000 
,001 & over 

Total 

No. of munic-
ipali ties in 
".rOUDS* 
~ 

22 (14) 
39 (34) 
20 (20) 
9 (9) 
3 (3) 
3 (3) 
2 (2) 
1 (1) 

99 (86) 

10 11 12 13 14 
1 11 1 1 

6 1 22 4 1 
1 5 14 
1 2 6 
3 

1 2 
2 
1 

11 10 58 5 2 

Average 

12.1 
11.8 
11.7 
11.6 
10 
11.7 
12 
12 

11.7 

*Number in parenthesis indicates number of respondents in class. 

Not all of this education is of the formal type. Even for those who 

have completed 12 years of fotmal education or the equivalent, their 

academic credentials may not permit them to matriculate in schools of 

lInternational Association of Chiefs of Police, Police Science 
Programs in American Universities Colleges - Junior Colleges. 
(Washington IACP) , 1965. 
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higher education. What brings the level of education up So high in small 

municipalities is that many chiefs have been hired from state and federal 

agencies after their retirement from their agencies. As there are so few 

men in any of these small departments the fact that just one man may have 

some edUcation beyond high school tends toshow a high general level of 

education in these departments. To suggest that an all-out effort be 

initiated to enroll police officers in colleges and universities might 

be untenable. It may be desirable to have policemen become college educated, 

but it may be impractical, if not impossible, at the present time. 

Only a relatively few Maine departments have educational require­

ments beyond high school as a prerequisite to entrance. Nationally at 

least 22 departments, 21 of which are in California, have already 

established minimum college requirements varying from one semester of 

college education to a 4-year degree. For example, the San Jose Police 

Department has had a minimum elttrance requirement of 2 years of college 

since 1957 and the Berkeley Police Department has had the same requirement 

since 1960. 1 The only f d 1 1 f non- e era aw en orcement agency now requiring 

that all entering officers' have a 4-year degree is the Multnomah County 

Sheriff's Department in Oregon. 

There is a current and rapidly growing movement among colleges and 

especially junior colleges to develop degree programs for potential and 

practicing law enforcement personnel. In 1966, there were 134 degree 

programs which were oriented toward police service, 100 of which were 

2·year degree programs in police science offered at junior co11eges. 2 

1 
Donald E. Clark and Samuel G. Chapman, A Forward Step: 

Educatlo~a1 Backgrounds for Policemen, (Springfield Thomas 1966) p 21 
"PI" , •• 

" 0 ~ce Science Programs of Universities, Colleges Junior Colleges 
l.n th U "t' d S " , e n~ e tates, The Police Chief, (Washington: IACP., 1966) p. 50. 
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To encourage the development of such programs, the U. S. Department of 

Justice, through its Office of Law Enforcement Assistance, has been 

providing grants to institutions interested in establishing such programs 

or improving existing ones. 

The examination1 of these two ... year programs by the President's com-

mission discloses that nlany of them are highly vocational in nature and 

are primar:i:1y intended to provide technical skills n~~cessary in perform". 

ing police work. College credit is given, for example, for such courses 

as traffic control, defensive tactics and patrol procedures. Although 

there is a need for vocational training, it is not and cannot be a sub-

2 
stitute for a liberal arts education: 

The trained man has developed skills and, attitudes 
needed to perform a complex task. The educated man 
has developed his capacity to judge the worth, the 
performance, and the excellence of human action.

3 

The extent to which police departments have established educational 

prpgrams with local schools of higher education is limited. 

Table 102 ,portrays the extent, to which educational programs have 

been established with local schools of higher education and the 

incidence of such programs leading to a degree. 

1 Task Force Report: The police, ~. £!t., p. 127. 

2Frank1in M. Krem1, "The Role of Colleges and Uuiversities in 
Police Management," The Police Yearbook, (Washington: IACP, 1966) p. 

39. 

3Ibid• -
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It is interesting to note that only 13 departments have attempted~ 

to establish such programs for officers who qualify for credit or non­

credit courses. Only one department indicated that it had made an arrange-

ment for a degree program. 

Allied with this is the extent to which officers are encouraged to 

take or monitor courses at local colleges or universitieso Table 103 

shows that. 27 of 72 reporting departments encourage their officers to 

take or monitor college or university courses. 

TABLE 103 NUMBER OF MUNICIPALITIES WHICH ENCOURAGE OFFICERS' TO 
TAKE OR MONITOR COURSES AT LOCAL COLLEGES OR UNIVERSITIES. 

Population Number of Not 
group municipalities Encouraged encollraged 

in group* 
1- 2,500 22 (11) 5 6 

2,501- 5,000 39 (30) 12 18 
5,001-10,000 20 (18) 4 14 

10,001-15,000 9 (7) 3 4 
15,001-20,000 3 (2) 1 1 
20,001-25,000 3 (2) 1 1 
25,001-50,000 2 (1) 1 
50.001 & over 1 (1) 1 
Total 99 (72) 27 45 

-*Number in parenthes1s indicates number of respondents in class. 

It must be recognized that only departments within commuting distance of 

a college or university could expect any of their qualified officers to 

participate. 

Only 18 officers from 14 departments in Maine have attended a local 

college or university since September 1, 1966. This means that only 2% 

of the entire sworn municipal police fot'ce in Maine has attended a school 

of higher education since Septemper 1, 1966. Police administrators 

should consider encouraging.officers who can meet credit or non-credit 

standards to enroll in schools of higher education. 

Recommendation No. 35 THAT POLICE ADMINISTRATORS 
ENCOURAGE QUALIFIED OFFICERS TO ENROLL IN SCHOOLS 
OF HIGHER EDUCATION ON A PART-TIME BASIS TO ENHANCE 
THEIR GENERAL EDUCATION. 

229 

Over some period of time officers have taken credit or non-credit 

courses either hy regular resident attendance or by correspondence in 

the fields of police administration, law, psychology, and sociology. 

Table 104 ~hows the subj ect areas selected by officers who enroll 

in course work at a college or university. 

TABLE 104 SUBJECT AREAS SELECTED BY OFFICERS WHO ENROLL IN COURSE 
WORK AT A COLLEGE OR UNIVERSITY. 

J 

Number of lpolice 

J 

Population Socio1-
group municipalities adminis- Law ogy Psychology Other 

in group* tration I 

1- 2,500 22 (8) 4 4 1 
2,501- 5,000 39 (8) 6 2 3 
5,001-10,000 20 (4) 4 

10,001-15,000 9 (5) 5 1 
15,001-20,000 3 (1) 1 
20,001-25,000 3 (0) 
25,001-50,000 2 (1) 1 1 
50.001 & over 1 (1) 1 1 1 
Total 99 (28) 20 7 2 3 4 ,-

*Number in parenthesis indicates number of respondents in class. 

It' must be remembered, though, that these figures do not depict the 

number of officers who have or are taking courses. It only shows the 

general subject areas selected by officers who have or are pursuing 

course work. Officers may be taking or may have taken course work in 

more than one subject area. 

The incidence of departments which do or will provide total or 

partial reimbursement for registration, tuition and other incidental 

'co~cs to officers who successfully complete a course of instruction at 

-- ---------------------.. ------~"~-~.-.-~~---~--.-
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a school of higher education is not particularly extensive. Sixty-four 

departments do or would make such provisions. (See Table 105.) 

TABLE 105. INCIDENCE OF REIMBURSEMENT FOR SUCCESSFUL COMPLETION OF A 
COURSE OF INSTRUCTION AT A LOCAL COLLEGE OR UNIVERSITY 

. 
Population No. of munic- Reimbursement 

ipalities in 
, 

group 
group* 

Total Partial None 

1- 2,500 22 (13) 3 9 1 
2,501- 5,000 39 (27) 8 16 3 
5,001-10,000 20 (18) 4 14 

10,001-15,000 9 (8) 3 3 2 .. 
15,001-20,000 3 (2) 1 " . 1 
20,001-25,000 3 (2) 1 ,. 1 
25,001-50,000 2 (1) 1 
50,001 & over 1 (1) 1 

'" 

Total 99 (72) 19 45 8 

*Number ~n parenthesis ind~cates number of respondents in class. 

It is apparent from the foregoing account that some police officers 

are interested in taking course work in certain academic disciplines and 

that some ~olice departments encourage their attendance. 

Certain universities offer a kind of advanced in-service law enforce-

ment training to police officers. This may be done but the wisdom of 

giving degree credit for technical courses must be questioned. As 

previously stated, many officers would simply not qualify for credit 

courses. It would be unfair a~d entirely unacademic to offer a course 

giving credit status to those who could qualify and non-credit status 

to others. 

While there has been some progress made,in determining the training 

needs of police. _personnel, t.here has been far too little analysis either 
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by the police or by colleges and universities of their educational needs. 

Police officers should take subjects such as sociology, psychology, 

history, and po1i~ica1 science to give them greater insight into human 

behavior and the governmental process; however, more research is needed 

to determine which specific courses of study are most beneficial.. Most 

colleges and universities have long ignored the problems and educational 

needs of la,~ enforcement.
1 

As FBI Director J. Edgar Hoover has observed 

these institutions "should be initiating and increasing courses of study 

2 oriented toward the development of a career police profession." 

Until the educational needs of field officers ar(~ more fully eva1-

uated, however, undergraduate programs should emphasize the social 

!?piences and liberal arts. The complex responsibilities and duties of 

pq1ice work require that field personnel understand their community and 

¢onditions which hreed criminal and delinquent conduct. This understanding 

can best be gained through a liberal education. 

There has been some thought at the University of Maine to establish 

a two-year program in law enforcement. 3 No definite plans have been 

made to undertake such a program. 

1 
L. Dana Gatlin, "Police Chiefs Win Diplomas," Christian Science 

Monitor, (Boston), August 20, 1966, p. 3, col. I. 

2J • Edgar Hoover, "Message 
Bulletin, editorial, (Washington: 
Bureau of Investigation,)May,1964. 

from the Direct~r~ FBI Law Enforcement 
U. S. Department of Justice, Federal 

3Based upon consultation with Winthrop C. Libby, Vice President 
for Public Ser~ices, University of Maine, January, 1968. 
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There is at the present time no school of higher education in Maine 

offering a cour:se in any aspect' of law enforcement. 
1 

A non-credit course 

is planned for the Augusta and Portland campuses of the University of 

Maine during Vebruary and March 1969. The course, Constitutional Law for 

Police, is being organized and administered by the University's Bureau of 

Public Administration with the University's Law School and the Continuing 

Education Division as co-sponsors. Cooperating agencies and associations 

include the Maine Association of Chiefs of Police, the Maine Municipal 

Police Training Council, the Maine Sheriff's Association and the Maine 

State Police. The author has consulted with members of the University of 

Maine School of 'Lal'1 faculty to assist in developing and teaching such a 

course. This is the first and only attempt to offer a non-credit university 

course to police practitioners in Maine. A 2-hour session one evening 

per week for ten weeks will be the format. Approximately $30 would.cover 

the costs of registration, tuition, and text. An informal survey shows 

many departments would encour.age their officers to attend and would sup­

port the program. 2 

The Law Enforcement Council, may wish at some subsequent time to 

consider the possibility of recommending to one of the schools of higher 

education that it provide formal residence courses of study in law en~ 

for cement or related disciplines. 

For the present time non-credit courses available to law enforcement 

officers appear to be the best approach to higher education for police and 

the most practical role the colleges or university could pursue. In no 

way sh()uld courses at the university duplicate or parallel the in-service 

or specialized training previously mentioned. Courses for possible con-

sideration might include: 

IBased upon a perusal of th.e catalogs of thl~ University of Maine, the 
State Colleges, Bates, Bowdoin, Colby, Husson an~ Ricker 

2A blurvey ta.ken of police adnrinistrators in the Augusta, Maine area. 

., 
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Administration of Justice. A survey of the evolution of justice 
from earliest tiulles deveJ.oped historically, with particular emphasis on 
western justice and American justice including the roles played by the 
judiciary, federal law enforcement agendes, state police a)ld investigative 
organizations, county agencies, and municipal departments. 

Law Enforcement Administration and Management. The fundamental 
principles of police organization, administration, and management, 
including staff and line functions, chain of command, span of control, 
selection of personnel, and promotional systems. • 

Police Interrogation. The various te".hniques of police interrogation 
with concentration on questioning suspel'.ts, witnesses, victims, informants, 
and complainants. The laws governing interrogation practices are reviewed 
as well as an investigative aid. Mock ca~es are used so that'all class 
members have an opportunj.ty to interrogat~~ under simulated conditions. 

Criminal Investigation and Case Prepa:ration. The fundamentals of 
criminal investigation including crime scene procedure, crime scene 
search, collection and preservation of evidence, recording the crime 
scene, police photography, some of the more basic principles of forensic 
science, surveillance and the development of informants. Methods of 
preparing the case for court are studied thoroughly and completely. 

Police Patrol. A comprehensive study of all types of uniformed 
police patrol including foot, vehicular, water, and air. patrol stressing 
the basic aSJ3umptions of rnd rationale for each type including consider­
ations for d'aployment of personnel, best layout, mechanics of arrest, 
riot control, raids, road blocks, stopping methods, and transportation 
of prisoners. 

Criminal Law. The history of criminal law; its development in 
America; constitutional considerations; elements of a cr,ime; statutory 
make-up; elements of vai'ious crimes; the law of arrest; entrapment; 
criminal respollsibility; defenses; and procedures ill the court room. 

Evidence. Rules of evidence; principles of exclusion; evaluation 
and examination of evidence and proof; competency; consideration of 
witnesses; laws of search and seizure. 

Traffic Law Enforcement. The enforcement of law as it relates to 
traffic; accident prevention and investigation; driver testing ~ud 
licensing;safety education; traffic surveys; selective enforcement; traffic 
eqgineering; administration of traffic d~visions; reporting, records; 
ptosecuting; the traffic court; training. 

Records in Law Enforcement. A study of the various types of law 
e~forcement record systems,including consideration of the utilization 
of forms electronic systems, record analysis, and specialized control 
through the use of records. 
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Criminal Identification. A thorough presentation of the available 
means of identifying criminals including consideration of fingerprinting, 
portrait parle, Bertillonage, observation and description, photography, 
handwriting, typewriter identification, and identification of skeletal 
remains with stress on the practical application of identification prin­
ciples in l"odern police work. 

Introduction to Criminalistics. The elements of microscopy, com­
parative microscopy, spectroscopy and chemistry as they are used in the 
study of firearms, hair fibers, blood, paint, tools, glass, documents, 
laundry marks, poisons and other organic and inorganic materials which 
comprise physical evidence. This course is intended only as a survey 
course in Criminalistics. 

Police Juvenile Methods. The r,ole of the juvenile officer as well 
as the role of the police officer without juvenile responsibility in 
crime prevention, with emphasis on theory, administration, control, 
treatment, confinement, community resources, relations with the public, 
and the juvenile court. 

. Special Problems in Law Enforcement Administration and Mana&ement. 
Police concept methods from the administrative standpoint and including 
cbnsideration of special problems in regard to narcotic traffic, sex 
deviates, minorities, strikes, natural and atomic disasters, juvenile 
crimes, vice control, and community relations. 

Investigative Report Writing. Designed to instruct the· law enforce­
ment officer in determining report content as a result of interpreting 
and evaluating information;particular emphasis is placed on collection 
of information, accurate description, analysis of information and concise 
writing. The student is required to pa.rticipate in numerous report 
writing projects, all of which are designed ~pecifically to ~eet his 
everyday needs in the investigative field. 

Pblice Supervision. A comprehensive consideration of command-level 
problems as these relate to supervision, including planning and research, 
training, discipline, examinations, promotions, rating systems, auxiliary 
units, organization, budgetary considerations, deployment of personnel, 
line and staff distinctions, policy formulations, high-level administrative 
responsibility, inter-de?artmental relations, problem handling, personnel 
policie~ supervisory relationships at all ranks, wages, grievances, 
morale and safety. 

Police Public Relations. The principll~s of'sound public relations 
I 

wbich apply to the entire police operation. Consideration is given to 
wri ting; public speaking; radio, television and pres!k; relations; press 
releases; feature stories; news conferences, the police image; public 
opinion and police-public contact. 
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Police-Community Relations. A. survey which explores the role and 
function of the police in inter-group relations, human relations and 
minority group relations. Emphasis is placed on the responsibilities 
of the police in dealing with civil rights, civil disorder, riots and 
public protection. 

Police Research Methods. An opportunity for each student to conduct 
a research project which must be related to a specific p'olice interest 
or operation. The student chooses his research project in consultation 
with his faculty advisor. The course meets at the discretion of the 
instructor. The student may consult with his advisor concerning his 
project at any time. A project paper showing the results of research 
is required. 

Obviously such courses would have to be taught by qualified instructors. 

Should the pilot course in constitutional law be successful other courses 

as outlined could be instituted. 

The role of the Law Enforcement Council and its training coordinator 

would be to determine what courses would be most useful to 'the police and 

at what locations such courses should be given. 

Municipal Law Enforcement Training Legislation 

State legislatures are rediscovering that the administration of 

criminal justice is a statewide concern and are enacting legislation 

providing for, and in some cases requiring, education and training of 

a type approp'ciate for municipal police officers. 

Studies of police personnel problems indicate that while most local 

police departments need extensive upgrading of recruiting efforts, 

minimum standards, selection procedures, and training, the needs are 

·more noticeable among the smaller departments. Many of these smaller 

departments provide little or no training, use futile selection and 

screening techniques, and have no effective recruiting programs. This 

----------~- - ._----- ._------_..------ _£_-.~--~--------"'"'-~.~----------.---~-.~---.------------
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obViously results in substantial variation in the quality of police 

se)rvice. An apparent reason for this inequality' is that many police 

deIlartments and municipalities either do not have sufficient funds to 

co.x'rect deficiencies or do not have the expertise to re(~ognize them. The 

general level of police service will probably not improve unless states 

1 
assume greater responsibility for upgrading local law enforcement. 

Mapy state legislatures have, therefore, found the establi.::hment of a 

la~ enforcement council with a professional director coordinating its 

efforts can help to establish adequate personnel selection standards, to 

cbOrdinate training and recruitment programs, and to improve the organi-

zatiol1 and clperation of local departments. 

As Maine has not yet enacted a police standards and training act, 

a' part of this overl:tll study was an attempt to show the Maine Municipal 

Pb~ice Training Council, the Maine Municipal Association~ interested, 

legislators and others the existence of various legislatively authorized 

training practices in other states. 

The information appearing in chart for:m in Appendix H was compiled 

ftem replies to a questionnaire sent to executive directors in states 

having a legislatively authorized law enforcement council and to attorneys 

g~neral in other sl;s,tes. All states responded thus providing inf.or-

mation relative to the status of law enforcement legislation, its funding, 

adilinistering agencies, standards for recruits, hours of instruction for 

ttaining, and the locations for conducting recruit schools. 

With-some similarities there remain differences regarding the types 

of training legislation in the various states. As of November 1, 1967, 

whitc.h ·u..tlw. Qa.t;~, .~on. whicll. . .th.l.S ,;i.ufo'A'Aation is ~seti 5' ·of 28- stat~s 

1, 
Task Force Report: The Police, ~. cit., p. 120. 
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having municipal law enforcement training legislation, 17 had the manda-

tory form and 11 the voluntary form. Only in six states was no legisla-

tion contemplated. 

Several years ago the American Bar Assoeiation in cooperation with 

the National Conference of Commissioners on Uniform State Laws recogniz-

ed the necessity to inaugurate some kind of 'state council to act in ways 

to upgrade law enforcement. As early as 1952 they published a Model 

Police Council Act. This act apparently served as a model for'the states 

of California and New York which later established Police Standards 

Councils and presumably led the way for other states to follow. 

Its creation by this state would provide the necessary authority 

and fQnding needed to make the proposal viable. 

Recommendation No. 36 THAT THE LEGISLATURE DECLARE THE 
ADMINISTRATION OF MUNICIPAL L~W ENFORCEMENT TO BE NECES­
SARY TO THE HEALTH, SAFETY AND WELFARE OF THE PEOPLE 
OF THE STATE OF MAINE AND ENACT THE LAW ENFORCEMENT 
TRAINING COUNCIL ACT AS CONTAINED IN EITHER APPENDIXES 
IOR J. 

..... _-----,_ ..... ----_. --- .... _ .. _ .. _- ..... 
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CHAPTER vn 

MUNICIPAL LIABILt'l'Y FOR INSUFFICIENT TRAINING 

This part of the study initially concerned the extent of civil 

liability proceedings initiated against municipalities where it was 

alleged that municipal corporations were negligent in training their 
1 

police officers. The intent was to incorporate the study into this 

chapter in entirety. As the research progressed, it was found that 

precedents based upon sovereign immunity were being abandoned and that 

exceptions to the rule of immunity were being enlarged. 

General Considerations 

It is important to understand that policemen are liable as individ­

uals for their tortiou's or negligent acts. There are. many cases in-which 

policemen have been sued for torts committed in the performance of their 

duties. A suit against an individual 6f~icer. is not likely to prove 

pecuniarily rewarding for the reason that individuals and particularly 

public police of.ficers have limited resources susceptible to attachment. 

Municipalities, of course, fall into a different category and have greater 

resources. If they can be attacked for the torts or negligent acts of 

their agents then a successful effort. may prove very rewarding. 

lThe research was performed by a student at the University of 
Maine School of Law, See James P. Murphy~ Is the Municipality Liable 
for Insuff.iciently Trained Police? Bureau of Public Administration, 
University of Maine, April 1, 1968. 
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According to the doctrine of respondeat superior, when an employee 

commits a tort in the performance of his duties, the employer is liable. 

For example, if a policeman by his negligence causes an injury, the 

officer's municipality under' respondeat superio!., v.Jould be liable. In 

court it must be shown that the duty existed, that there was a breach 

of it, and that the breach of it resulted in an injury. If a suit is 

predicated upon an officer's alleged inadequate training the plaintiff 

must show that it was the failure of the municipality to train' him 

adequately which was the proximate cause of the injury. These elements 

seem possible to establish; yet, until recently there have been few 

successful suits brought against municipalities for the tortious acts 

of policemen. In many of these actions, the question of adequate 

training was not examined. l The reason there are so few successful 

actions is that the common law rule of respondeat superior does not 

apply to states and their created corporations without specific statutes 

approving such actions. 

It has long been established that a sovereign(e.g., a state or a. 

government) cannot be sued without its permission. As municipalities 

are creatures and, therefore, subdivisions of the state, then sovereign 

immunity has been extended to municipal governments as well. Because 

of the doctrine of sovereign immunity and the repeated holdings by the 

courts that respondeat superior did not apply to municipalities,it has 

been impossible until recently to reach the issue of the adequacy of a 

policeman's training. 

It cannot be assumed, however, that the quality of the policeman's 

training is not a relevant or important fact,for inadequate training 

lIbido, 2 p.. 
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can actually be the proximate cause of an officer's tortious acts. In 

those jur:i.sdictions· whE;!re the courts adhere to the common law develop-

ments regarding sovereign immunity, the inadequacy of an office.r'l3 

training cannot b~ considered. When the doctrine is modified by statute 

or altered by court action the adequacy or inadequacy of a policeman's 

training may be expected to become a question of significance in suits 

brought against municipalities for alleged tortious conduct. 

During the past few decades there has been a trend ~way from sover-

, i ' 1 e~gn mmunl.ty. The Federal Tort Claims Act
2 

is an example. Enacted in 

1946, it waives the immunity of the federal government and makes it liable 

for .the negligent acts of federal emploYE!es in the perforr/lance of their 

official activities. Some states have enacted similar statutes. A few 

courts have held that states and municipalities are liable to the extent 

that they are covered py insurance.
3 

As m9s t citizens come into contact 

with municipal law enforcement officers more often than with state or federal 

officers,the trend with respect to municipal immunity is of special 

significance. The implications of this trend are important to policemen 

and to the municipalities. 
I 

The trend away from municipal immunity began with a Florida case
4 

in 1957. In this case, the first to abandon the doctrine of municipal 

immunity, the question was whether a police officer was negligent. 

lIbido, p. 5. 

228 USCA ss 1346, 1402, 1504, 2110, 2401, 2402, 2411, 2412, 

2671 to 2680. 
3 See 43 Oregon Law Review 267 (1964): "Sovereign Immunity--the 

Effect of Insurance." 

4 Hargrove y.l'own of Cocoa Beach, 96 So. 2d, 130 (1957). 
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After the Florida case, the highest courts of twelve states have 

also declared that the theory of mun;c;pal' 't '11 1 b • ~ ~mmun~ y w~ no onger e 

coutenanced. l 

lMurphy~. cit., pp 6, 23. The states are: 
Alaska:. City of Fai~banks ,~. Schaible, 375 P.2d 201 (1962). 
Ari~ona. ,Stone ~. Ar~zona H~ghway Commission, 381 P.2d 107 (1963). 
Cal~~orn~a: Muskopf~. Corning Hospital District, 359 P.2d 457 (1961) 
Flor~d~: Harg~o~e y. Town of Cocoa Beach, 96 So.2d 130 (1957). • 
Illinol.e: ~~~~~)~ y. Kaneland Community Unit District, 163 N.E. 2d 89 

Kentucky: H~ne~~. City.of Lexington, 386 S. W. 2d 738 (1964). 
Michigan: W~lll.ams y. Cl.ty of Detroit, III N.W. 1 (1961). 
Minnesota: Spanel y. Mounds View School District~ 118 N.W 2d 795 (1962). 
New Jersey: McAndrew y. Mularchuk, 162 A.2d 820 (1960). • 
New York: .Bernadine y. City of New York, 62 N.E.2d 604 (1945). 
Neva~a: R~ce~. Clark County, 382 P.2d 605 (1963). 
W~sh~ngton: Kelso y. City of Tacoma, 390 F.2d 2 (1964). 
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O:h~r states hav~ reconsidered the doctrine but, despite some'close 
dec~s~ons, have not overruled it. They are: . 

Colorado: 353 P.2d 590 (1960). 
Iowa: 121 N.W. 2d 606 (1964). 
Kansas: 410 P.2d 347 (1966). 
M~ine: 157 Me. 174, 170 A.+d 681 (1961). 
M~ssouri: 366 S.W. 2d 446 (1963). 
New Hampshire: 221 A.2d 242 (1966). 
New Mexico: 380 P.2d 168 (1963). 
Ohio: 189 N.E. 2d 857 (1963). 
Oklahoma: 376 P.2d 261 (1962). 
Oregon: 360 P.2d 282 (1961). 
South Carolina: 108 S.E. 2d 828 (1959). 
South Dakota: 145 N.W. 2d 524 (1966). 
Pennsylvania: 220 A.2d 896 (1966). 
Utah: 368 P.2d 585 (1962). 
Wyoming: 338 P.2d 808 (19.59). 
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The Situation in Maine 

Many police officers in Maine have been sued individually for their 

tortious and negligent acts; however, it is not the purpose of this 

It is report to provide an accounting or a description of these ,cases. 

important to show in what direction Maine courts have proceeded and are 

proceeding in the development of the law regarding municipal liability. 

The following excerpt from Murphy's study, will attempt to show this.
l 

Within a year after Maine's establishment as a state, the Supreme 
Judicial Court had an opportunity to rule on thequestion20f the 
liability of municipalities. In Adams y. Wiscasset Bank, the court 

said: 

No private action, unless given by statute, lies against , 
guasi corporations, for a breach of corporate duty. (citing 
Russell v. Men of Devon). Having no corporate ,fund, each 
inhabitant would be liable to satisfy the judgment. The 
common law does not impose this burthen; though a statute 
may. In regular corporatio~s, having a corporate fund, 
this reason does not exist. 

In subsequent years this rule was repeatedly uphe1d
4 

though the 
reason for it faded with the passage of time • • • As recently as 
1950 the court said: 

It has long been the general rule in Maine, as in most 
other jurisdictions, that towns and other 

1MurphY,~. ~., p. 16. 

21 Me. 361 (1821). 

3 1 Me. 361, 364. 

4For a sampling see Mitchell y. Citv of Rockland, 52 Me. 118 
(1860); Burrill v. City of Augusta, 78 Me. ·118, 3 A. 177 (1886); 
Howe v. Presque Isle Water 'COmpany, 104 Me. 217 (1908). _. 
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public corporations are not liable for unauthorized and 
wrongful acts of their officers, though d~ne in the course 
and within the scope of their employment • 
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Yet in the flurry of activity in the last decade, in which many state 
courts have reconsidered, and some overruled, the doctrine of sover­
eign immunity, a frontal attack was boun4 to be made in Maine as 
well. It came in 1961 in Ne1son~. Maine Turnpike Authority.2 In 
answer to the argument that the court shou~d abandon the doctrine 
the court said: ' 

The policy of immunity from liability for tort under the 
circumstances before us has been so long established and 
so long act~d upon that only the clearest and most convincing 
reasons should compel a reversal by our Court ••• We may agree 
that the State or its agency, the authority, ought to bear 
the plaintiff's loss under the circumstances set forth. We 
may agree that sovereign immunity from tort liability has 
serve,1 its usefulness and ought .to be destroyed •••• The issue 
is not complex. Should sovereign immunity in tort, time 
tested in our State, be discarded or destroyed 7 This is a 
policy question which, in our opinion, is more3proper1y 
directed to the Legislature than to the Court. 

The Maine court has a point. An ordered system of jurisprudence can­
not grow by negation. To overrule a long line of precedents is essen­
tially a destructive act, and it ultimately contracts rather than 
expands the system's potential to deal justly with human action. An 
ordere~ system of jurisprudence grows by engra£ting, modifying, adding, 
and bU1lding; these are positive and constructive acts and ultimately 
insure a variety and flexibil.ity unheard of in systems where judges 
are willing to repudiate the precedents of the past merely because they 
perso~ally find undesirable the results that precedents demand. By 
exerc1sing prudence and restraint the Maine court preserved its rich 
claim to tradition. 

Yet Maine is clearly headed in the direction of abrogating the im­
munity doctrine by indirect,means. The development of Maine case law 
in this respect parallels almost ~xactly what happened in New Jersey, 

1 
Wilde !.Inhabitants of the Town of Madison, 145 Me. 83, 86 
See also Bouchard v. City of Auburn, 133 Me. 439 (1935). (1950) • 

2170 A.2d 687 (1961). See 19 Me. Law ~. 115, 116. 

3170 A.2d 687 at 693. For a proposed statute waiving immunity 
in Maine, see 16 Me,. Law~. 209. 
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though the evolution is not presently so advanced 1,n Maine as it was 
when the New Jersey Superior Court heard McAndrew 1. Mularchuk. To 
begin with, Maine has long recognized the exception of express and, 
direct participation, just as New Jersey has. The exception was first

l fully expostulated in the 1877 decision of Woodcock~. City of Calais. 
In that case the city government passed an order that the street com­
missioner be directed to remove all fences from public streets. Due to 
an error in surveying the commissioner moved the plaintiff's fence 
(though it was properly on his own land) and built a sidewalk where it 
was. The court said: 

If he Ithe commissioner7 had performed this public duty 
simply-as a public officer, and not as the servant or 
agent of the city, he alone ,would have been responsible 
for his misfeasance ••• But the fact that he was 
expressly "directed" by the city govermnent to cause 
all fences on the street to be removed, and that while 
attempting to follow these directions he committed 
the trespass which is the foundation of this action, 
withdraws this case from the application of the 
principle applicable to cases of public officers. For 
while he was a public officer, and had lawful authority 
to act in the premises without any directions from the 
city, still the city was responsible for the safe 
condition of the streets, and chose by positive, formal 
vote to direct the commissioners. 2 

Thus by a logically indefensible distinction, or, to be more exact, a 
legal fiction, the court maneuvered around the old rule without,abandon­
ing it. This is an example of positive jurispru~ence, without which 
the growth of the common law, and the common law s built-in watchful 
protection of political and civil freedoms,3 unique to English-speak­
ing nations, would not have beeh possible. 

Interestingly, just two years after Nelson~. Maine Turnpike,Authority, 
in 1963, the Maine court extended the exception of Woodcock~. City of 

166 Me. 234 (1877). 

266 Me. 234, 236. 

3For an early example of the common law's protection of civil 
rights of a Negrq slave, see Saffin 2,.. Adam (1703), described in 
14 ~. ~! Rev. 62. 

---~- --~.-~---------
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Calais even further. In Michaud ~. City of Bang~rl the city 1C0uncil 
decided that plaintiff's building constituted a nuisance Within the 
meaning of the city fire ordinance. It therefore orderli~d the fire 
chief to destroy the building. As it turned out, the owner of the 
building had not been given due notice; therefore the order was a 

, deprivation of due process and consequently illegal. The question was 
whether the plaintiff could recover. Finding that tha city had 
specifically authorized and directed the act, the court said yes. 2 
The extension of the WOll.:dcock exception lies in this: in' Woodcock the 
order complied with law; here the order was, for a.1l practical effects, 
a nullity, since it had not complied with requirements of due process. 
From this it is inferable that there is it dut'y incumbent on cities to 
issue only orders that comply with law and procedure. 

This is the present state of the law in Maine. 

An interesting question is what would have happended if the city coun­
cil had merely a'ppointed an unqualified and untrained persm,l, to the 
position of fire chief, and he, in carrying out his duties, dtd some 
equally injurious act. Would the city be liable? If the city has a 
duty to refrain from issuing illegal orders, it must also have the 
duty to refrain from appointing untrained and unqualified personnel. 
When the development of the law reaches this pOint, it is clear that 
the distinction between misfeasances and nonfeasances is beginning to 
break down, and 'the city may be r\;:!ld liable for failing to do some­
thing it ought to have done, such as giving adequate training and 
experience to its officerlS and agents. At this point one can almost 
predict that Maine will follow the pattern shown in the New Jersey 
cases. The next steps ~rill b~ taken when the Maine court is presented 
with the kind of legal situations evident in New Jersey's Kress and 
Kelley cases. This will not be an accident or a coincidence but rather 
a result which inexorably follows the develop~ent of the direct partici­
pation fiction. Today it would be unwise in Maine, as well as un­
necessary, to argue that the court should abolish sovereign immunity. 
There are too many good arguments based on the Woodcock-Michaud 
rationale, which, as it is developed further, may well result in 
liability for the city for failure to give its officers adequate 
training, as ~cn New J'ersey, without regard to respondeat superor. 

1 
159 Me. 491, 196 A.2d 106 (1963). Discussed in 16 ~. l.u. JWi.. 

72. 

21n subsequent litigation on the question of the amount of 
damages, the Maine court.: upheld an award of treble damages in MichaUd 
~ City of BanRor, 160 Me. 285, 203 A.2d 687 (1964). The case is 
discussed in 17 ~. ~~. 126. 
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Maine, of cou'rse, is not a litigious state, so our legal institutions 
necessarily develop at a slower rate; yet once estab~ished they are 
generally of a more lasting influence. One cannot be certain when 
Kress a.nd KeHID!:. type extel.lsions will be argued for and, in the 
~e of events, adopted; but the wedge is there for anyone who 
wishes to take advantage of it. 

The value of this chapter for municipal adm1.nistrators is not to 

be measured by the e~tent to which the reader agrees or disagrees with 

, the development of the law' in various jurisdictioI'J,I9.. The real pragmatic 

value of the work to municipal administrators lies in considering. that 

the municipality may save money resulting from damages, if its policemen 

are properly trained. The purpose of the chapter has been to point out 

the necessity for adequate training. 

---~------
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LISTING OF MUNICIF'ALITIES WITH 1,000 POPULATION AND OVER 

ANDROSCOGGIN COUNTY POPULATION 
Auburn 2/1,449 

,{ Durham 1~086 
Greene 1,226 
Lewiston. 40,804 
Lisbon 5,072 
Livermore 1,363 
l,i vermore Falls 3,343 
Mechanic Falls 2,195 
Poland 1,537 
Turner 1,890 
Webster 1,302 

AROOSTOOK COUNTY 
Ashland 1,980 
Blaine 945 
Caribou 12,464 
Eagle Lake 1,138 

APPENDIX A Easton 1,389 
Fort Fairfield 5,876 
Fort Kent 4,761 

LISTING OF MUNICIPALITIES Frenchville 1,421 
Houlton 8,289 

WITH OVER 1,000 POPULATION Island Falls 1,018 
o Limestone 13,102 

Madawa:::lka 5,507 
Mapleton 1,514 
Mars Hill 2,062 
Monticello 1,109 
Presque Isle 12,886 
St. Agatha 1,137 
Sherman 1,034 
Van Buren 4,679 
Washburn 2,083 
Woodland 1,372 

CUMBERLAND COUNTY 
Bridgton 2,707 

jl Brunswick 15,797 
Cape Elizabeth 5,505 
Cumberland 2,765 
Falmouth 5,976 
Freeport 4,055 
Gorham 5,767 
Gray 2,184 
Harpswell 2,032 
Harrison 1,014 
New Gloucester 3,047 
North Yarmouth 1,140 

, .... 

« • 

\ 
~- .. ," 
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Portland 72,566 KNOX COUNTY 
3,988 6,418 Camden 
8 i 769 

Scarborough 
22,788 Rockland 

1,893 
So. Portland 

2,095 Rockport 
1,588 

Standish 
13,820 St. George 

2,780 
Westbrook 

4,498 Thomaston 
1,196 

Windham 
3,517 Union Yarmouth 

Vinalhaven 1,273 
1,678 Warren FAANKLIN COUNTY 

5,001 Farmington 
3,297 lINCOLN COUNTY 

1,617 
Jay 

1,021 Boothbay 
2,252 

Phillips 
1,087 Boothbay llarbor 

1,441 
Rangeley 

3,274 Bristol Wilton 
Damariscotta 1,093 

1,048 Jefferson 
1,101 

HANCOCK COUNTY 
3,807 Newcastle 

2,882 
Bar Harbor 

1,270 Waldoboro 
1,068 

Blue Bill 
3,466 WhiteHeld 

1,800 
Bucksport 

1,129 Wiscasset Deer Isle 
4,444 Ellsworth 
1,100 OXFORD COUNTY 

2,408 
Gouldsboro 

1,663 Bethel 
2,323 

Mount, Desert 
1,195 Dixfield 

1,874 
Orland 

1,480 Fryeburg 
5,043 

Southwest Harbor 
1,408 Mexico 

3,733 
Stonington 

1,044 Norway Tremont 
Oxford 1,658 

\ 
" 

3,601 Paris 
1,229 

KEiNNEBEC COUNTY 
21,680 Peru 

10,005 
Augusta 

1,102 Rumford 
1,050 

Belgrade 
1,521 West Paris Benton 
1,893 Chelsea 
1,561 E]NOBSCOT COUNTY 

38,912 
China 

1,729 Bangor 
9,009 

Clinton 
1,941 Brewer 

1,206 
Farmingdale 

'6,897 Carmel 
1,895 

Ga.rdiner 
3,169 Corinna 

1,138 
Hallowell 

1,011 Corinth 
3,951 

Litchfield 
1,068 Dexter 

2,392 
Manchester 

1,888 East Millinocket 
1,098 

Monmouth 
3,075 Enfield 

4,583 
Oakland 

1,311 Hampden 
2,087 

Pittston 
1,724 Hermon 

1~375 
Randolph 

. 1,029 Holden 
1,362 

Readfield 
2,446 Howland 

4,541 
Vassalboro 

18,695 Lincoln 
945 

Waterville 
1,144 Mattawamkeag 

1,266 
West Gardiner 

5,891 Medway 
1,572 

Winslow 
3,537 Milford Winthrop 

'I 'w,' 
'\ 

Ii. 

I ; 

Millinocket 7,453 
Newport 2,322 
Old Town 8,626 
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Orono 8,341 Hollis 1,195 
Orrington 2,539 Kennebunk 4,551 
Patten 1',312 Kennebunkport 1,800 
Veazie 1,354 Kittery 10,689 

Lebanon 1,534 
. " PISCATAQUIS COUNTY North Berwick 1,800 

Brownville 1,641 Ogunquit (within Town of We11&) 3,500 
( I Dover Foxcroft 4,173 Old Orchard Beach 4,580 

Greenville 2,025 Saco 10,515 
Guilford 1,880 Sanford 14,962 
Milo 2,756 So. Berwick 3,112 
Sangerville 1,157 Waterboro 1,059 

Wells 3,526 
SAGADAHOC COUNTY York 4,663 

Bath 10,717 York Beach (within Town of York) 
Bowdoinham 1,131 
Phippsburg 1,121 
Richmond 3,818 

. I Topsham 2,185 0' 

Woolwich 1,417 
, "~ 

i 
.§.QM;ERSET COUNTY 

Anson 2,252 
Bingham 1,308 

, . Fairfield 5,829 
}W 1;'t land 1,447 
r:cidison 3,,935 
Norridgewock 1,634 

~\ 
Palmyra 1.009 
Pittsfield 4,010 

"r:'i 
Skowhegan 7,661 

.!;' WALDO COUNTY 
Belfast 6,140 

(.' Searsport 1,838 
", " Winterport 2,088 \ !> 

. ~ ' . WASHINGTON COUNTY . ' 
Baileyville 1,863 
Calais 4,223 
East Machias 1,198 

'Il',' Eastport 2,537 t) 

Lubec 2,684 
: ;f Jonesport 1, :,,t;3 

'". Machias 2,614 

~.:,,::~:,> ! 
Milbridge 1,101 

YORK COUNTY !\ , 

Alfred 1,201 
,e Berwick 2,738 

Biddeford 19,255 
Buxton 2,339 
Eliot 3,133 
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APPENDIX B 

MAINE MUNICIPAL POLICE 

QUESTIONNAIRE tf1 

,1, 

1:_ < 

----- --------

Name of Municipality __________ ,-_____ _ 

Name of Person Completing 
Questionnaire 

Title __________________________ -------------

Address 
Telephone No. ________________________________ ___ 

MAINE MUNICIPAL POLICE QUESTIONNAIRE 

INSTRUCTIONS 

1. Please Print 

- 2. Complete all questions as fully as possible 

3. Answers to this questionnaire should be as of October 1. 1967 

4. Please return this form to: 

Project Administrator 
Maine Municipal Police Training and 

Standards De~elopment Project 
Bureau of Public Administration 
University of Maine 
Orono, Maine 04473 

Does your municipality have an organized police department? Yes No --
2. What is the actual (not the authorized) number of full-time paid employees 

in your police department, including. civilians (non-sw~rn personnel) as of 
October 1, 19671 (Do ~ include school crossing guardA or other part-time 
employees). 

3. What is the authorized (not the actual) number of full-time p,aid employees 
in your police department, including _lvilians (non-sworn personnel) as of 
October 1, 19611 (Do not include school crossing guards or other part-time 
employees). ---

4. What is the average (mean) salary paid to a full-time policeman in your 
Dll,lDicipal1ty? 

S. Does your municipality provide formal police training to new police appointees? 
Yes No 

6a,-. Has anyone ever claimed in ;et\urt '-hat your municipality was negligent in 
training its police officers? Yes No 

b, If ,es, please describe fully and cite the case: _______________ _ 

".~' _" "1 , 
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APPENDIX C 

MAYNE MUNICIPAL POLICE 
<It 

QUESTIONNAIRE #2 

\ 

\ 

Name of Agency 
Ch:f.ef's Full Na-m-e------------
Address _______________ _ 
Tel. No. ______________ _ 

HAINE MUNICIPAL POLICE QUESTIONNAIRE 

.lliSTRUCTIONS 

1. Please Print 
2. Complete all questions as fully as possible 
3. Answers to this questionnaire should be as of October 1, 1967 
4. Please return this form to: 

Q.ENE~ 

'Project Administrator 
Maine Municipal Police Training and Standards 

Development Project 
Bureau of Public Administration 
University of Maine 
Orono, M~ine 04413 

PERSONNEL 

1. (a) DOES your munic:l.pa1ity handle its personnel matters (hiring, 
f1ri,ng, promoti()Us, etc.)centra11y? ,Yes No 

(b) If ~'es indicate below what functions are performed centrally 
and what functio~s are performed by the police department. 

1. Preparation and administration of the pOSition classification 
plan if any'! 

Central Police 
2. Preparation and administration of the pay plan? 

Centr&l Police 
3. Recruiting and examining? Central Police 

4. Formulation of rules regulating leav~Q of absence and 
vacations? Central Police 

5. Formulation of rules for administration of service ratings? 
Central Police 

6. Rating of employee$' job performance? 
Central Police 

7. Formulation of rules gove~ning personnel actions? 
Central Police 

8. }iaintenance of permanent personnel records? 
Central Police 
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9. 

10. 

11. 

12. 

13. 

14. 

15. 

16. 

17. 

Facilitating establishment and operation of health 
and welfare plans? 

Central Police 

Selection. of new personnel.? Central ___ Police 

Recommending salary step increases? Central ~ Police 

Assignulent and reassil~nment of police personnel? 
Central _ Police 

Maintenance of certain personnel recorda? 
Central ___ Police 

Assignment. of hours of duty and dates of vacation? 
Central Police - -

Approval, consistent with rules, of leaves of absence 
with pay? Central ___ police ___ 

Establishing and conducting police training programs? 
Central ___ Police ___ 

Employee motivations and morale? Central ___ police ___ 

18. Uaintenance of desirable working conditions? 
Central ___ police ___ 

19. Discipl~nary and commendatory actions? 
Central. ____ Police 

20. Formulation of rules governing conduct of police 
personnel? 

Central ___ Police 

?. - What is the actual (not the authorized) number of'full-time 

3. -

paid employee~ in your department, including civilians as of 
October 1, 19677 (D0!e! include school crossing guards or other 
par.t-time employees). 

Of the total number of full-time employees, how many are 
c:l,vllians (persons other than sworn police officers)? 

4. - \~at is the average (m~an) age of police officers in your 
department? 

,5. - ~hat is the average (mean) length of ser\'ice of police officers 
in your department? 

hours --6.(a) What is the regular work week in hours for patrolmen? 

(b) What was the work w~ek in hours us of OctabE!r 1, 1966? __ hours 

-

Questions 7-10.&:efer to sworn pet~~mnel only. Do ~ include civilian 
personnel in your answers. 

7.(a) Is your police dep£\'l:tment currently operating helow authorized 
personnel strength? 

Yes No 

(b) Does your depal."tment usually ope'rate belof,oJ authorized strength? 

Yes No 

(c) If yes, how many additional full-time tntm and women are needed 
to bring your department .to fully authodzedstrength? 

8.(a) Do you feel that the uuthorized personnel strength of your 
dep~rtment should be increased? Yes No 

(b) If yes, by how many employees? 

9. - Please indicate on the table below the number of police 
officers needed in each division to (1) bring the division up 
to authorized strength, and (2) increase the number of authorized 
men in each dlvisionto the level you desire. (The total of 
column 1 should equal the total indicated in question7c; while 
the total of the column 2 should equal the total indicated in 
question Sb. 

Column (l) Column (2) 

Police Division 
Number of Hen Needed To 
Reach Authorized 'Strength 

Number 0 f Hen Needed Tf 
Reach Desired Strength 

Patrol • • • • • 
Traffic • • • • • • • • • • • • • 
Detective .. .. • -- .. 
Juvenile • • .. • .. • • • .. • 
Identification & Records .. .. • .. • •• • 
Training .. .. • .. • .. • • 
Communications .. • .. • • • 
Marine .. • • .. • .. • • 
Community Relations • • • 
Maintenance • • • • • 
General Administration • • .. 
Other (please specify) 

• 

total 

10. (a) Does your departmen,t conduct periodic ratings or evaluations 

(b) 

(c) 

(d) 

of personnel? 

If yes, is this a formalized program? 
Yes 
Yes 

Do you have a prepared printed evaluation form? 
Yes 

Does this form identify traits and characteristics 
significant to the job clasS1.ficat1on~_ Yes _ 

No 
No 

No 

No ---------------.. ~--------.. --

\>;-.ri'''' 

269 

--



270 

I 

I,., 

,> 
~ ',' r 

i 

(e) \ol1u,') is responsible for evaluating persomle17 
_____ - Immediate supervisor 

(f) 

11. -

12. 

-- Rating Team 

Police Chief ---
Does the evaluation process provide for an interview between 
the rater and the employee prior to final submission through 
channels? Yes ____ NO ____ 

Do the laws of your municipality forbid police employees to 
organize as affiliates of national organizations and unions? 

No formally stated policy ___ Forbid ___ Permit ~ 

Do the ordinances of yocr municipality permit police employees 
to strike? No formally stated policy _ Yes _ No __ 

13. - Do the laws of your municipality permit recognition of a single 
negotiating representative of police employees? 

Yes No 
14. - \Vhat percentage of police officers :f,n your department have 

'memberships in police professional or fraternal orGanizations? 

15.(a) 

(b) 

% frofessional % Fraternal ---' 
In calendar year 1966 110W many officers left police service 
for the following reasons? Please indicate number on each line. 

Return to school ---
__ Industry or business 

_____ Better position 

_____ Better salary 

Better working conditions ---
_____ Military service 

___ Dismissal 

Death ---
__ . Disability 

__ Retirement 

Unknown ---
===' Total 

How many mell left the police service and what was the turnover 
rate for your department? (Shall apply only to those who_leave 
the department by reason of resignation, dismissal, diaability, 
retirement or deatll. It will not include those who drop out, 
during a probationary or recru~period). 

(c) 

(d) 

1964 Men 
1965 --l'!en 
1966 Hen 

1964 _--..:% 
1')65 % 
1966 % 

During the same period how l1Iany individuals was your police 
department able to recruit and appoint to police department 
positions? 

1964 }olen 
1965 1-1en 
1966 Men 

How many police officers do you expect to r~cruit for the 
following years? (Use past experience and anticipated 
retirements ot' other considerations as a guide). 

__ 19'68 

__1969 
__ 1970 

__ 1971 

__ 1972 

__ 1973 
__ 1974 

__ 1975 

16. (a) Are all officers of your police force required to live 
witain the city limit? 

Yes No 

(b) If yes, is this ~egulation enforced at the time of appointment 
or at the conclUsion of the pi.obationary period? 

(1) _____ Time of apPOintment 

(2) _ Conclusion of proba.tionary period 

(3) _ Other (please specify) _____________ _ 

(c) If ~I are there other conditions? (please specify) 

Cot-1PENSATIONS AND EXPENDITURES 

17. (a) Does your municipality regularly conduct a formal comparative 
wage and s4lary survey? 

Yes No 

(b) If yes, are your studies conducted cooperatively with those of 
other local governmental jurisdictions? 

Yes _ No 
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(c) tfuo prepares the study? 

_____ Municipal chie.f executi~e 

__ Staff ,member of high rank 

A consultant ---
An administrative assistant ---_______ Prepared jointly with other governmental agencies 

_____ Maine Municipal Association 
__ Other (please specify) _______________ _ 

18. (a) What is the salary paid to a full-time Eatrolman during his 
first 12 months on the force? (Do]£! include uniform, clothing 
or other allowances). 

&----

(b) ~fuat is the salary paid to a full-time fireman during his 
first 12 months on the force? (Do not include uniform, clothing 
or other allowances). ---

$_-

19.(a) What is the highest yearly salary paid to a full-time patrolman 
who does ~ hold any supervisory rank? (Do ~ include 
longevity pay above the regular maximum salary). 

$_-
(b) What is the highest yearly salary pai1 to a full-time fireman 

who does .!!2S hold any supervisory ranl~? (Do!!.Q.! includ~1 
longevity pay above tIle regular maximum salary.). 

20. -

21. -

22. -

$_-

vlhat is your total budget for the current fiscal year? 

$_-
How much of #20 (above bunget) is for salaries? 

$ 
Please list any of the following allowances your department may 
have: 
__ Longevity pay 

__ Subsistence pay 
__ Clothing (all) 
__ Clothing (partial) 

$ Clothing (cash - how much annually) --__ No allowances 

23. - Please check the following applicable to life, accident, 
health, int3Urance. 

Plan available 
Employee pays all 
Department pays employee cost 
Costs shared by department and employee 

Yes 
Yes 
Yes 
Yes 

No 
No 
No 
No 

24.(a) Are police officers compensated for overtime work? 

(b) 

25.(a) 

(b) 

Yes No 

If ~, check any of the following: 

__ 'Paid straight time 
____ Given compensatory time off 
_____ Paid time-and-a-half 
_____ Choice of payor compensatory time off 

Are officers reimbursed for court time 1f that time is not a 
patt of their regular work day? 

Yes No 

If ~, check any of the following: 

_____ For each court appearance 
_____ Guaranteed minimum 
__ Actual time in court 
_____ Given compensatory time off 

OtneJ:' (please specify) ______________ -..:.. 

26. (a) Does your tlepartmeri't provide for annual sick lea',e? 

(b) 

27. (a) 

(b) 

Yes No 

If yes, please check the following: 

__ No limit per year 
__ Day limit per year (computed in days) 
__ Other (please flpecify) _______________ _ 

Does your department permit the sworn officer to work on his 
off duty time? 

Yes No 

If ,Y£!, are there conditions placed on his eD,ployment? 
Check the following: 

_____ No conditions 
_____ Conditions with respect to type of employment 
_____ Available for emergencies 
No more than ____ hours per day 
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,28. (a) Rm~ many sworn officers of your departm~nt actually work 
at another job? 

Men ---
None ---

(b) If officers work, what percentage does this represent of the 
entire s~orn personnel force? 

% ---' 
29.(a) Does your department have a retirement plan? 

Yes No 

(b) If~, what type(s) of retirement plan(s) are in effect? 

---- Social Security 

___ Hunicipal retirement 

_____ State. retirement 

__ Other (specify) 

30. - Please check the appropriate retirement age block(s) for 
~atrolmen in your department: 

_____ No mandatory age limit 

__ Handatory age limit 

31. - If there is a refirement policy is it based on: 

--- Total years service 

___ Age 

--- Combination of service and age 

__ Other (please specify) ___ -=-___________ _ 

32. - If retirement is based upon age please check the following 
by inserting the appropriate age: 

_____ Minimum required 

___ Naximum required 

33. - If there is a retirement plan the retirement contributions 
are what percent of earnin~s? 

Members contributions ,% 
Municipality's contribution % 

• ! 
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Ii 
II 

-~~-.. - -.--------



',~. I' 

, . 

• > , ~ ,. ,", ,,,I', 
,~ 

'\\',~~.' <~ 't. -, 

-.~ 

34. -

35. -

36. -

Naximum retirement is based on what perct~nt of salary? 

01 ___ ,10 

If your department is under Social Security, is the retirement 
benefit altered in some way at the social security 
retirement age? 

Yes No 

Does your retit~U1ent plan provide for survivors benefits? 

Yes No 

37.(a) Does your police department have an annual leave policy for 
patrolmen? 

Yes, No 

(b) If~, check any of the following appropriate line(s) for 
the patrolman with not more than 10 years service. 

Up to 1 week per year 

Up to 2 weeks per year 

Up to 3 weeks per year 

UI? to 4 weeks per year 

Other (please specify) 

38. (a) Does your department have a leave of absence policy? 

(b) 

39. -

,. 
Yes No 

If ~, check any of the following: 

___ Hilitary service 

Formal education ---
Personal business ---

__ Other (please specify) 

Please insert the number of days granted patrolmen for 
holidays. 

__ Days per yeat' 
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40.(a) Does your municipality provide false arrest, assault and 
battery, false imprisonment p or mali(::ious prosecution liability 
insurance for its police officers? 

Yes No 

(b) If yes, wh:1.ch type is provided? 

RECRUITUENT 

41. 

__ Group Plan 

--- Individual policy for member 

--- Other (please specify) ____ .--:.------------

Please check all the methods which are used by your police 
department to publicize the need for police officers: 

(a) Local newspapers 
(b) ---- Professional journals 
(c) -:-- Television commercials 
(d) ---- Distribution of brochures 
(e) ---- Career days at local high schools or colleges 
(f) := Employment agencies 
(g) ____ Newsletters 
(h) Recruiting posters 
(i) ==== Billboards 
(j) _ Radio adi3 
(k) Trade papers 
(1) == llord-of-mouth to others (m) _ Other (specify) _______________ _ 

42. - Ho~ often does your police department conduct formal recruiting? 

(a) ____ Continuously 
(b) 'Monthly 
(c) ---- QUarterly 
(d) == Semi-annually 
(e) ~~nually 
(f) :::: As vacancies occur 

43. - Please check the geographical areas which are covered during 
your police department 1s recruitment process: 

(a) Municipality only 
(b) ---- Immediate locale 
(c) ---- Entire state 
(d) == Regional. 
(e) Nation-wiae -

44.(a) Does your tlunicipality participate in a joint police 
recruitment progra.m with other jut:isdictions'i 

Yes No 

(L) If~, to7ho coordinates this recruitment program? 

(1) _____ ,Civil Service Commission 

(2) ____ One of the participating municipalities 

(3) _. Other (specify) ________ - _______ _ 

45.(a) Are policemen given any incentives to recruit applicants on 
their own initiative? 

Yes No 

(b) If v~s, what are these incentives? 

46. (a) 

(b) 

(1) ____ Extra leave is granted for each man recruited 

(2) _____ Monetary reward (a specific amount per recruit) 

(3) _ Other (please specify) _____________ _ 

Does your department make any special effort to recruit 
minority group applicants? 

Yes No 

If les, please describe these efforts ______________________ __ 

RECRUIT SELECTION 

The questions in this section relate to the methods being used in 
the selection of males for the position of patrolmen. Methods used for the 
selection of persons to fill civilian jobs are not covered in this section. 

47. - Check the agency or agencies establishing the entrance require­
ments for police service in your community: 

police Department 
-- Civil Service (city) 
_____ Supervisory Poli~e Commission 
_____ Local Governing Bouy 

.. '~, 
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4'8. - Are veterans givlan any preference~. 
Ye$ No 

If ~t in what manner? ________________ ,..,--_ 

49.(a) Is there an age requirement as a precondition of employment? 

Yes No 

If ~, what is the minimum age for applying: year~ 
maximum age for applying: ___ years 

If ~, what is the minimum age for appointment: 
maximum age for appointment: 

_ years 
years -

(b) Is the maximum age limit extended for veterans? 

Yes No 

(c) If~, what is the maximum age for appointm~nt for veterans? 
_ years 

(d) Must all candidates present written proof of their age? 

yes No 

50. (a) Do you require pre-employment residence of any type? 

Yes No 

(b) If~, check those applicable and state number of years 
required: 

State 
___ County 
__ City 
___ Other (please specify) _____ -_------....... --

(c) May this requirement be waived? 

Yes No 

51. (a) Circle the highest grade in school which candidate must have 
completed to meet the entrance requirement: 

o 1 2 3 4 5 6 7 8 9 10 11 12 - 1 2 3 4 (College) 

(b) May this requirement be waived? 

(c) 

Yes No 

If m., under what circumstances? (For example: l1ilitary 
service, police experience, high school equivalency certific~te, etc.) ____________________________ ~ __________________ __ 

52. (a) Is there a height and weight requirement in your department 
as <l condit:f.on of employmemt? 

(b) 

(c) 

(d) 

Yes No - -
If ~, the minimum height is feet, inches. 

maximum height is feet, _ inches. 

If ~f the minimum weight is pounds. 
maximum weight is pounds. 

If weight requirements are not aQsolute, must weight be in 
proportion to height? 

Yes No 

If yes, is determination made by: 

_____ Use of chart 
____ Judgment of physician 
_____ Other (please specify) -----------------------------

53. (a) Is a written test administered to police applicants? 

Yes No 

(b) If yes, check areas which are ~easured by the written test: 

_____ General Information 

_____ Specific Information 

___ Vocabt,llary 

_____ Reasoning and/or Logic 

__ Other (please specify) ______________ _ 

(c) Is candidate's IQ measured? 

Yes No 

(d) If yes, what test is used? 

(e) What IQ level is required? ______________ _ 

54. (a) Is a physical proficiency test administered for applicants? 
Yes No 

(b) If yes, please list the 'type and give the qualifying level 
for the tests which are required and used to measure 
candidate's strength and coordination (such as, chin-ups, 
weight lift, broad jump~ etc.): 
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5,5. (a) Are candidates requlred to pass a psychiatric eltamination? 

Yes 'No 

(b) If yes, examination ma.de by: 

Psychiatrist 
-- Clinical Psychologist 

- Physician 
-- Other (please specify) _______________ _ 

(c) tolhat type of examination. is made: _______ --____ _ 

56 •. -Are candidates required to pass a medical exam? 

Yes No 

57. (a) .Is candidate interviewed at the time he requests application 
~orm? 

Yes No 

(b) If yes, by whom? _________________ _ 

(c) Does this person or persons have the power to reject application? 

Yes No __ 

58. (a) Does your department conduct oral exams for police candidates? 

Yes No 

(b) If yes, who chooses the oral board members? ________ _ 

(c) Number of per-Bons on board? 
----- Number of police department members on board? 
----- Nu~ber from other sources: (state their affiliations): 

(d) Approximately how many minutes are devoted to each candidate? 

Minutes ---
(e) Must candidate, after being placed upon eligible list, appear 

before another person or persons fo!' a personal interview? 

Yes No - I 

(f) If yes, for what purpose? _________________ _ 

-' 

59. - Check tIle following items which the oral board or other ". 
personal interviews uTldertake to appraise while interviewing , 
candidate: 

__ Personal qualities which cannot otherwise be objectively 
measured. (such as poise, voice, ability to express 
himself, etc.) 

__ Integri.ty 

__ Emotional stability 

-- Intelligence 

__ Judgment 

__ Others (p~ease specify) ______________ _ 

60. (a) Is a character investigation used for police candidates? 
Yes No 

(b) If yes s the investigation is the responsibility of: 

_____ The police 

--- A civil service agency 
__ Other (specify) _________________ _ 

(c) 1s candidate fingerprinted? 

Yes NC!_ 

(d) Which files are checked for criminal records? 

Local --- State --- FBI --
(e) Check any of the following aspects of the candidate's life 

which are investigated: 

Marital life ----- Ni1itary record 
School Records ----- Juvenile deliquency record 

__ Job history 

-- Religious affiliation and activities 

-- Family history regarding: ____ crime; disease 
_____ Driving record 

--- Medical history 
__ Other (please specify) _______________ _ 
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~l.(a) Do local investigators (as indicated on previous page) 
investigate candidates living in the city? 

Yes No 

Those liv:l.ng outside the city limits? 

Yes No 

Those living outside the state? 

Yes No 

(b) If~, to persons outside your jurisdiction, how do you 
ascertain such persons' backgrounds? 

62.(a) Muet a newly appointed patrolman serve a probationary period? 
Yes No 

(b) If~, for what length of time? __ Honths 

Is it possible to dismiss the patrolman on probation without 
showing cause? 
Yes No 

63. - What was the number of men examined for the position of 
patrolman during calendar ye~r 19661 

64.(a) What was the number of men who successfully passed the. 
examinations given in 1966 and who were finally placed upon 
an eligible list? __ 

(b) Of those who failed what were the reasons for failure? 

___ Physical 

Hental ---
__ Other (specify) _________________ _ 

TRAINING 

ADUINISTRATIVE INF'ORMAT ION 

1. (a) What is the title of the person litho administers· or coordinates 
any training programs in your department? 

_____ Chief administrator 
__ Civilian police official 
___ (laptain 
_____ Lieutenant 
___ Sergeant 
___ Patrolman 
__ Other (please specify) 

(b) Is the training coordina a: 

______ Part-time official 

__ Full-time official 

(c) If the coordinator is a part-time official approximately what 
percentage of this personts time is devoted to general 
training activities? 

.% 

2.(a) What is your total trai.ning budget? 

$_-

(b) w~at percentage does this represent of your total budget? 

% -_ .... 
3... Please check aoy of the £o11o,'11og facilities you have or have 

the use of: 

Classrooms Yes No Number of rooms 
Seating capacity 
(each class~oom) 

Yes No GymnasiL •• 

Auditorium Yes No Seating capacity 

Indoor ranges Yes No_ Number of positions ____ 

Outdoor ranges Yes ~l,. Number of positions ____ 

Police library Yes No 

Driving courae Yes No 

Dormitory Yes Ho Number of beds 
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GENERAL 

4. - Please circle the average (mean) level ~f education in your 
department: Use the figure 12 for high school equivalency. 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 

5. (a) Have special edut~ational. programs been established in 
cooperation with a local college or university? 

YeS No 

Name of the institution(s) 

(b) If ~, can such programs lead to a degree? 

Yes No 

G. - Are officers encouraged ,to attend a local college or university 
for the purpose of taking or monitoring courses~ 

-7. -

Yes No 

Does the municipality or department pay tuition or registration 
costs for officers voluntarily attending and succ~sBfully 
completing a course at a local college or university? 

Yes No Partial 

8. - Wha.t subjects do officers generally take? 

_____ Police administration 

___ Law 

__ English 

__ Sociology 

__ Psychology 

__ Other (specify) ________________ _ 

-------'._.------------------------------------------------
9. - How many officers have attended or are attending a loeal 

university or college since September 1, 19661 

In the absence of a local definition of a police recruit conSider 
for the purposes of this questionnaire a recruit to be one serving his 
·first twelve months on the police force. Please answer the following 
questions regarding recruits in the context of this definition. 

RECRUIT TRAINING 

10. - Does your department require ne~'1 appointed men to attend 
and complete a recruit school? 
Yes _ No 

11.(a) Does your department conduct recruit training? 

Yes No 

(b) If B£. do you send your rec!."ot h :: to scm.;> nth~r agency for 
their training? 

"{es No 

(c) If the answer to the above question is ves, list the agencies 
and the number of your recruits it has trained in the last 
5 years. 

_--.;, _______ Agency No. of recruits trained ---
___ . ______ Agency No. of l"ecruits trained ---
~------______ --__ .Agency No, of recruits trained ____ _ 

12. (a) Is your recruit training conducted for recruits only? 

Yes No 

(b) If ~, who else attends? 

13. (a) Do recruits in your department ever atte.no other training 
in lieu of recruit training? 

Yes No 

(b) If xes, what is this training? 

_____ Iu-Service training 

__ Other (please specify) 

14. - If your department conducts recruit training, how many 
bouts are devoted to the following: 

_____ Classroom work 
____ Field training 
_____ Total training hours 
__ Not appl~,cab1e 

15. (a) Do you offer recruit training to other police agencies as 
a ~art of your recruit training? 

(b) 

Yes No 

If the answer to 15a is xes, does your department pay for all 
incidental training costs? 

Yes No 
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(c) If the anS~1er to the question lSh is B.Q., briefly describe 
the manner of assistance given your department~ ______ _ 

16. _ If your department conducts recruit training check any of 
the following sources for your instructional staff: 

__ Not applicable 

17. -

(b) 

_____ Own police staff ____ % of traini~g in relation to total 

Police staff of other municipal agencies 

State police staff 

Federal police 

Police profe~sors 

Other university professors 

Medically trained persons 

Local or other legally trained persons 

Others (please specify) 

What is the average (mean) number of years police experience 
of your department instructors who conduct recruit training? 

__ ._. Years of police experience 

__ .. Not applicable 

If you conduct recruit training have you established instructor 
requirements? 

Yes No 

If yes, briefly describe these requirements: --------

19.(0) Hould you as a police admirdstrator, favor a recruit training 
program? 

(b) 

Yes No - -
If yes, which would you favor: 

__ ~1andatory training 

_____ Voluntary training 

I 
i 

. 
j' 

f 

~,o. - If recruit training \lere available or provided on a state­
wide basis vlhat: locations would you prefer? 

__ Ce\ltrnl location 

___ Several regional locations 

__ Mobile or c:l.rcuit training 

21. - How many recruit programs per year ,.,ould you consider to be 
both desirable and practical? 

___ 1 per year 

__ 2 per year 

__ 'Other (specify) ____________ .;; ____ _ 

----------------------------.------._--------------------
22. - If a central school co~ld be provided would you cortsider 

its merit sufficient to warraI1lt your officers a.ttending? 

Yes No 

23. (a) WO,'ld you consider a central agency best qualified to 
coordinate training ac.tivities? 

Yes No 

(b) If.!!2" what plan l-lould you advoca.te? -------------------

LE~AL CONSIDERA~IONS 

24. (a) 

(b) 

25. (a) 

-
Have civil liability proceedings been initiated where it 
was asserted that your muni\\\ipality was negligent in training 
its pol,ice officers? 

Yes No 

If l!!, please describe fully and cite the case: ------

Have civil liability proceedings been initiated where it 
was asserted that the individual police officer was 
negligent in performing his duty? 

Yes No 

"'''''' ..,- ..," - .... ..., ,. -, ... "-
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25. (b) If ~, please describe fully and cite the case: _____ _ 

I. 

II. 

Proposed Minimum Basic Course - 160 Hours 
for I'la; ne Local Government 

SUBJEC!§. 

INTRODUCTORY 

Law Enforcement Officers 

1. Registration" Orientation, Classroom 

Note-Taking and Note Books 

2. Historical Development of Law 

Enforcement as a Profession 

POLICE AND THE PUBLIC --
1. Ethics and the Law Enforcem~nt 

Officer 

2. Creating a ,Favorable Public Image 

3. Police and the Minority Group 

4. Ruman Relations and Applied Psychology 

III. LEGAL SUBJECTS· 

1. Civil Rights, Constitutio~al 

and Statutory 

2. CoUrt Organization and Procedures 

in Maine 

3. Maine Criminal Law 

4. Laws of Arrest 

HOURS 

1 

1 2 

1 

1 

1 

7 10 

3. 

2 

11 

5 

SUBJECTS 

III. ~GAL SUBJECTS (Cont'd.) 

5. Laws of Search and ,Seizure 

6. Rules of Evidence 

7. Statements, Admissions and 

Confessions 

8. Jurisdiction of Local, County, 

,State and Federal Agencies 

IV. TRAFFIC 

1. Traffic Problems and Control 

2. Acts Regulating Traffic 

3. Driver ~icensing 

4. Maine Motor Vehicle Laws 

5. Techniques and Methods of Traffic 

Law Enforcement 

6. Accident investigation and Reporting 

5 

5 

2 

2 

2 

4 

2 

2 

6 

8 

7. Signals and Gestures in Traffic Control 1 

V. CRIMINAL INVESTIGA~IONS 

1. General Principlee 2 

2. Principles of Interviewing and 2 

Interrogati'on 

3. Collection, Identification and 3 

Preservation of Physical Evidence 

4. Principles of Searching a Crime Scene, 4 

Including Practical' Problem 

5. Stolen Motor Vehicles 2 

6. Basic Fingerprinting, Including Latent 3 

Print Uemou~tration 

HOURS 

35 

25 

16 
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SUBJECTS 

VI. RECORDS .AND REPORTS 

1. Basi,e Police Record Systems 

2. Repolrts and Report Writing 

3. Tra£U~ Records and Their Uses 

VII. PATROL PROCEDURES 

1. PropE~r Use of Police Radio and 

Communication Systems 

2. Techni~lues of Patrol 

VIII., SPECrALIZ,]!11 SU:BJE~ 

1. Em~rgency Aid to Persons 

2. Recognition and Handling of 

Abnormal Persous 

3. Crime, Causation and Control 

4. Juvenile Hatters 

5. Police Control of Crowds and 

Mob Action 

1 

4 

1 

1 

4 

10 

2 

3 

4 

3 

6. Techniques and Mechanics of Arrest 4 

IX. 

7. Physical Education, Including 10 

Defense Tactics 

8. Firearms Training 

9. Testifying in Court 

EXAMINATIONS 

Total 

16 

3 

6 

HOURS 

6 

5 

55 

S 

160 

I 
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Name of State _' _______________ _ 

Attorney General's Name __________ _ 

Address ____ -------------------------------
,6. How is your program funded? ---------------------------------

Telephone Number _---....... --------- I 7.. Do you have a central agency coordinating training activities? 
Yes No : 

LAH ENFORCEMENT TRAINING & STANDARDS DEVELOPMENT LEGISLATION 
gUESTIONNAIRE -

Instruction~ 

1. 

2. 

1. Please print 

2. Complete all answers as fully as possible 

3. Answers to this questionnaire should be as of Novembe'r 1, 1967. 

4. Please return this form to: 

Project Administrator 
Maine Municipal Police Training and 

Standards Development Project 
Bureau of Public Administration 
University of Maine 
Orono, Maine 04473 ~I 

Does your State have law enforc .... nt training legislation? Yes N:' I 
If your answer was l!2. to question n. which of tbe following is applioab~e -, 

to you? 

no law contemplated 

law contemplated -
____ legislation has been introduced but failed to pass . 

If you answered A~ to question 11 the following questions need not be answered. 

Which type of training legislation do you have~ 

_ voluntary 

_ mandatory 

Please indicate the year your legislation was passe~. -------

Please cite your State law. (e.g. Chap. 526 Ark. Statute) -----------

I 

b. 

c. 

8. 

9. 

10. 

If yes. what is the name o~ the central agency deSig~~ted to administer 
your program? 

If ~. what system is provided fo~ coordinating training? ----------------

Is your central agency empowered to establish minimum standards for 
police recruits,? Yes _ No 

How many hours of training are provided for police recruits? ----
In your State police recruit training is conducted at which of the following: 

_ central location 

_ several regional l,?cations 

____ other (Please specify) -----------------------------------
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APPENDIX E 

IOWA STANDARD 
PRELIMINAR Y APPLICA TION 

Work Desired -------------------------Second Choice ____________________________ ___ 

1. 

Z. 

3. 

4 

5. 

Third Choice __________________ ~------------

Sex Name (print) -------------------------------------- ----------
Present 
address 

How long at 
this address 

Date of birth 

Height 
Age_(Without shoes) 

City State --------------- --------

Phone 
Own or 

~~---------Neighbors-------
Place of birth: 

City State --------------- -----------
Weight_ 

6. Single. married. widowed, divorced or separated? ___________________ _ 

7. Name of last or present employer _________________ ~ ________ _ 

How long did you work there? From _______ ~to----__:_~--~-__:"--
(month) (year) (month) (year) 

Salary or wages __________ _ 

Your position and nature of duties ___________________ _ 

Reason for leaving _____________________________________ __ 

8. Were you ever in the U. S. armed forces? Branch of service ------
_________________________________ Lehgth of service ____________ __ 

9. Have you ever drawn a disability pension or compensation or otherwise been 
reimbursed for an illness or injury? U "yes. " explain. _____ _ 

10. Do you know of anything that might po .. ibly disqualify you for appointment to. 
or prevent the full discharge of. the duties of the position {or which you are 
applying? If answer is "yes. " explain on a separate sheet. 

Date __________________ ~Signed ____________________________________ __ 

Source: "Iowa Standard Preliminary Application," as shown in International City Managers 
Association. Municipal Police Administration, op .. cit., p. 139. 

-------..... ----------~----------------------
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APPENDIX F 

IOWA STANDARD APPLICATION 

Work U.e typewriter or ink. Application' not properly 
filled alit wlll not be accepted. You will be 
judled in part on the nllatnen and c:ompletene .. 
of W. application. Read the application throulh 
once before .t&rtiDl' 

De.lred, __________________________________________ __ 

Second Cholce' ________________________________________ ___ 

Third 

Cholce ____ ~-------------------------------------
1. Name (prlnt), __________ ~~~----------------~~~---------------~~~~--------Lut Flut Middle 

Sex_ Date, ________ _ 

2. Prelent addre ••. __________________________________________________ _ City _____________ __ S~t., __________ __ 

3. How lonl at Own O? 
dU.addre •• , ______________________________________ ----------------- Phone. _________ Ne1Ihbon, _______ _ 

•• Addre .. u for the pa.t ten veau • (DD not Include pruent addre .... Place Ino.t recent addu .. flr.t and work back. I 
From To 

Street and Number City and State Month and Year Month and Year 

5. WOllid you be willlnl to take .. 11e detector tut over the .~tement. made In th!. application 1 ___________________ ___ 

6. Date of blrth, _______________ _ Place of birth: City ___________________ _ State, _________________ _ 

7. Are you a citizen ot the United Statu of Amerlca? _______ U natu .... lIsed. li'lle all detail. (date 01 final papu,. cOIIDtry 01 birth. 
date and port of entry, etc.) On a oeparate .beet. 

Reilht 
8, Ale ____ _ (without .houl _____________________ Wellht, ___________________ _ 

9. Slnlle. married. widowed. divorced or eeparated 1 _____________________________________ _ 
II under more than one clauitlcatlon •• bow both. 
U dlvotced or Ie)l&rated •• Ive wile'l or hUlband'. pre ... nt name and addre .. _________________________ _ 

10. U n>arrled. how lonI 1 _______ -:-_ How many people are completely dependent lipan YOIl {or .uppol't? __________ _ 

ParUaUy? _____ _ 

11. b your'trlf. or hUlband now .mpioyed? ___________ _ Bywhom? ____________________________ __ 

u. Ie any member of your famUy tn poor health 1 ____________________________________ _ 

U. Do you ban any relaUv .. Uvinl tn a lorelln country? _________________________________ _ 

Thl. lorm -. d .... h.d by aDd may be o~n.d trom the In.titute of PubUc AUalr •• State Uni'llu.lty 01 Iowa. 10_ City 
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APPENDIX F (continued) 

14. PI.c. of !Ilrth A •• 
F.ther'l 
N.me 
Mother'l 
M.lden N!lme 
Wlfe'l mald.n name 
or hun,and'i name 

IS. What Income do you have at prcoent, In addition to your repl.r lalary or wal" ? _____________________ _ 

16. Have you ever drawn a dilabillty penllon or compenlatlon or oth.rwl •• ba.n relmburl.d for an l11n.11 or Injury? ________ _ 
1£ "yeo", expl.ln on a oeparate Iheet. 

17. How much time have you 10lt from work durlnl the laat five yun due to II1n,," or Injury? _________________ _ 

18. Have you ever been refuled life Inlurance 1 ________ ..... 
Who II your 

19. How nlUch life Inlurance do you carry? _________ _ baneflclary? Name ___________________ _ 

Addrel. _______________________________ _ Relatlonlblp to you: ___________ _ 

20. What ch.rle or time payment account. do you nOW have? 

Name of FIrm Addre .. 
Type of 

Merchandll. 

21. Do you rent, own your own home, or live with relatlv .. ? ________________________________ _ 

2Z. Do you own a c.r ? ______ _ Maka __________ _ Year ___ _ Amount owed on It, __________ _ 

23. Do you own your own furniture ? ____________________ Amount oWld on It ______________ _ 

24. Have you ever been lued or had your w.,eo larnloheed ? _______ _ If a,llwar II "y"", .xplaln on a leparate Ih.ct. 

25. Have your credltoro treated you falrly? _______________________________________ _ 

26. Were you liver In the U. S. Army. N.vy, Marine Corpl or allY other military orlant.atlon? 
1£ anlwer II "yel", live date of enllltment, dlocharle, type of dllcharle, rank I held and wh""f,"',t"'h-e-r-o-r-n-o""t·y·-o-u-l-a-w-a-c'"'t"'lv-e-:d'"u"'ty-.----

27. Were you ever', court martlaled, or lubject to other dloc!pllnary .ctlon1 _________________________ _ 

28. Are you a member. or have you ever been a .. oelated with, .ny Bund, Communlot Iroup, or .ny ,roup or orlanlaatlon .dvoc.t!nl the 
overthrow of the United Statll lovernrnent by force? 
1£ anlwer II "yeo", explain on a leparat. Iheet. ----------------------------------

29. Do you Un .ny IntDxlcatlnl liquor ? ________________ _ Moder.tely? _______ _ In .xce •• ? ______ _ 

30. H.ve you ever been .rrelted FOR ANY REASON (inc1udlnl trafllc41rr .. t. or ticket.)? 
1£ anlwer I. "ya.", liVe date and city of .rrelt, reuon for arre.t .nd dllDO.ltlon of c .... 

31. Were you evcr ,Involved In a traffic .ccldent whll. you war. drlvinl? 
(1£ 10. dllcrlb. the clrcumltanc.1 brl.ny on ... parat. ,h.et •• nd te'-::-;;ll;-w:::;:ha':":'t":.":.-:::tt:;l':'em:':':e":n~t":w':'a':'.':'":ma~d., whether .ny char ... were fU.d. ItC.) 

32. Ha. your driver'. lIcenee ever be.n revoked or .ulpendld ? _______ _ U "YII", expl.ln on a .eparate .beet. 
33. Whatareyourbobbl •• ? ____________________________________________________________ __ 

I 

I 

299 
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34. Lilt .ny Ikilled tradeo you m.y know, and ltate the extent of your ex?erl~nce In ellch: -------

35. Education' 

From To 
HI.heet 

Name of School Orade 
Location (City and Stat,,) Mo ... Yr. Mo ... Yr. Completed Grade 

School 
Grammar or 
Junior Hlah 
High 
School 

Were you ,raduated from hllh IchooI1 _____ _ 

Name of Colleae or Unlverolty Location (CI!), and State) 
From To Yeare 

Mo ... Yr. Mo ... ,Yr. Completed 

Did you Major and 
graduate ? _____ Mlnore 

===--------------~--------------
Other education. Including :!.ddltloruol Colle,eo or Unlverlltlel, I h hId nit Ie 00 I, tra e Ichooll, corr.elpondence couro .. , etc. 

~ 

Name of School 
From To Part or Location (City and State) Mo ... Yr. Mo ... Yr. FUll-time 

Type of 
tralnlnl : __________________________ . ______________________________________________________________ ------------------

Name of School From To Part or Location (City and State) Mo ... Yr. Mo ... Yr. Full-time 

Type of -
36. 

tralnlnl\ ___ -=~--~------~----------------------------------------------------------------------________________ _ 
R~ferencc.: Give the nameo of three relponolble peroonl, th tha I I 
live Information about you. 0 er n re at veo or lormer employere, who kno .... you WIll enollih to 

Name Addre .. Occupation 
Ho .... Lonl 

Acquainted 

37. Are any of your relatlveo now employed by the ,ollernmental unit that ,ave you thll appll~atlon? 

(If "yeo", tell who. In .... hat department, etc. )_, --------------------------

38. Do you know of anythlnl that mllht po .. lbly dhqu"lIf f I 
posltlonl for .... hlch you Are applyln.l? Y you orl£appo ntment to, or prevent tlte full dllcharle 01 the dutleo 01, the 

anlwer II "yeo", explain on a .. parate Iheet. 

39. You may Indicate In the Ipace below and on additional blank Ih.eto If nec 
w!1l qualily you lor the pOlltlon for which this application II Illed 'Deocrl~ .. ~rl~' luc~tlexperlence, tralnln, Olr' ability that YOII bell.ve 
ability, the exerclle 01 authority or the ability to Iud othero.· e u y P'" ona you have held which required executive 
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40. Employmellt! Start wltIlthe plac ..... r. yo .. are 110. emplopd or wh.r. yo .... re la.t employed aDd Jive a completc-recarci oC all employme!lt .ince you fir.t .tarted to 
work. Iaclwle .ervic. in tile armed force.. Sloe. all pericda oC UJIe~ploym-e. H Cormer employer. are a.,.. out oCbu.izI .... atata W. fact. If y_ .... ere in bu.!ae .. Cor 
YOIlr •• lI. siva _rure. locatioa. and name. oC two clieata. B. acc=ata. You mu.t accollnt for all oC yo= time. 

Total time Salary Your Po.itioa and Rea.-,(.,r 
Comp&llY Name and AMre •• From. To in Monthe orWa,.e. Narure of Dun .. LeaviJr'" 

La.t or Pre.ent Month Month 
Employer 
Addre •• 

Pr.viou. 
Employer 
A4dr ••• 

Pr.viou. 
Employ.r 
AMr ••• 

Pr.vi ..... 
Employ.r 
Adclr ••• 

PraYi ..... 
Emplpy.r 
Adclr ••• 

Pr.vi ..... 
Employ.r 
A"r ••• 

Year Year 

Month Month 

Year Year 

Month Month 

Y.ar Year 

Month Month 

Year Year 

Moeth Month 

Year Year 

i Month Month 

1 Year Vear 
-- - - - - - - - - - - -- --- -- ------- -, 

If,... do not "v •• 1Ilfic:ieat .pace to sive y .... r complete .mployment record. attach an additio_l .heet and continue a. above. 

Pa.ta ja W •• pace IIJl lndIvidllal 
pIIoIosraph oC y_ ..... lI. not ja a 
sr .... P. that ... take .. wiW .. the 
la.t two year •• Wrlta your_e 
in Ink OIl tJoa back oC tJoa pIIoIo­
srap&. 

It vlll not he nec ... ary to fllrni.h 
a pIIotosraph IC til. penon ... uins_ 
appUcaUOIItI ... Initialed on W. 
line: 

I hereby c.rtify that there are no .lIlfui ml.repre.entation. la. or (aI.lflcation. or. t.'le above .tatemente 
ano!. ana.er. to 'I'.1e.tlon.. I am a_rIO that .hould lave,lti .. tiOll di.cIo.e ... ch ml.r.pre •• ntation or 
CaI.Uication •• my ap?IicatiOll will be rejected and I will be dl.qualified (rom apply1ns In the future (or 
aay po.,itiOll with thi. sovernmental asency. 1 aI.o auUloriae my former employer. to Jive any INorma­
tiOll r ... rdl .... my employment. tosether with any INor,nation they may bave resardins m •• tether or 
IIOt It I. on tJoa(r r.cord.. I hereby relea.e them and tbeir company (or any damese .bat.oever (or 
I •• "'ns .am •• 

nata ________________________ __ 
Siped 

WI~e •• ~ ________________________________ ___ 

Source: State University of Iowa. Institute of Public Affairs. ''Iowa Standard Application," 
as shown in International City Managers Association, Municipal Police Administration, op. 
cit., pp. 140-143. 
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INFORMATION FOR POSSIBLE INCLUSION IN THE APPLICATION FORM 

Vital Statistics 
Name (first, middle, last) 
Other names used at any time (before adoption, etc.) 
Address (number, street, city, zone, state) (home) 
Telephone number (home) 
Length of time at present address (months/years) 
Length of continuous residence in city (mo.nths/years) 
List of prior addresses (since birth, or past 10 years) 
Date and place of birth 
Age and sex 
Height (in bare feet) 
Weight (stripped) 
Color of eyes and hair 
Complexion (dark, light, ruddy) 
Build (light, heavy, medium) 
Marks and scars 
Descent or nationality 
Citizenship (born or naturalized) 
Drivers license number 
Social security number 
Blood type 

Family Information 
Name of Father 

Address and telephone number 
Occupation and place of work 
Date and place of birth 
Age 
If deceased, date and cause of death 

Name of Mother 
Address and telephone number 
Occupation and place of work 
Date and place of birth 
Age 
If deceased, date and cause of death 

Names of Brother~ 
Addresses and telephone numbers 
Ages and occupations 

Names of Sisters 
Addresses and telephone numbers 
Ages and occupations 

Marital Status (single, married, divorced, widowed, separated) 
Name of Wife (maiden name) 

Occupation and place of work 
Date and place of birth 
Age 

Date and Place Married 
Names of Children 

Age 
Names of Father-and Mother-in-Law 

Address and telephone number 
Occupation and place of work 
Age and place of birth 

If Divorced, Name of Ex-wife (maiden name) 

Address and telephone number 
Occupation and place of work 
Present name used 
Date of divorce and authority for divorce 

If Widowed, Name of Deceased Wife (niaiden name) 
Date and place of death 
Cause of death 

If SeparaLed, Name of Wife (maiden name) 
Address and te1ephoHe number 
Occupation and place of work 
Present name used. 

Education 
Elementary 

Name of school 
Addres/;; 
Dates attended 
Diploma? 

High School 
Name of school 
Address 
Dates attended 
Diploma? 

College or University 
Name of school 
Address 
Maj or and minor 
Dates attended 
Degree? 

Industrial or Trade Schools 
Name of school 
Address 
Subject 
Dates attended 
Certificate? 

Correspondence Courses 
Name of school 
Address 
Subject 
Dates undertaken 
Certificate? 

303 

Special Skills and Courses, Licenses and Certificates (First Aid, 
Lifesaving, Radio Amateur, etc.) 

Foreign Languages (read, speak, write) 

Service Record 
Branch (Air Force, Navy, Army, Marine Corps) 
Date of Enlistment 
Rate or Rank at Enlistment 
Date of Discharge 
Rate or Rank at Discharge 
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Total Active Service (months/years) 
Type of Discharge 
Serial Number 
Service Schools Attended 

Names of school 
Dates of attendance 
Subject 

Military Specialities 
Overseas Duty 
Combat Duty 
Medals and Citations 
Disciplinary Actions or Court Martials 
Reserve Unit Membership 

Active 
Inactive 

Draft Status 
Draft Board Number 

Financial Information 
List Charge Accounts 
List Outside Sources of Income 
List Outstanding Indebtedness 
List Banks where you have accounts (Savings/Checking) 
Rent, Share, or Own Home? 

Mortgage on home? 
Own Automobile? 

Contract on auto? 
Have you ever been Bonded? 

Address and name of bonding company 
Last year filed Federal Income Tax (year) 
Are there any unpaid judgments against you? 
Are you delinquent in property or other taxes? 
Have you ever filed for Bankruptcy? (Explain) 

Condition of Health 
Time lost through illness during past five years 
Have you ever been refused Life Insurance? 

Name of company and reason 
Have you ever drawn or filed for disability pension? 
Have you ever consulted a physician or practitioner or suffered 

from any of the following? (Explain) I 

Epilepsy; Fits; Vertigo; Dizziness; Fainting Spells; Disease of 
Brain or Nervous System; Disease of Heart, Lungs, T~nsils, 
Nose, Throat or Kidneys, Syphilis, Tuberculosis, Rheumatism, 
Diabetes, Goiter, Ulcer, Tumor, Cancer, or Varicose Veins; 
Pain in Back, Legs or Feet; Disease in Skin, Bones, Glands, 
Eyes, or Ears, Stomach, Intestines, Liver or Rectum; Rupture, 
Appendicitis, Colic. 

Former Emp)9yments 
Give a chronological history of all employment, both full-time 

and part-time, beginning with your most recent job and 
working backwardso List all periods of unemployment. 

Firm Name and Address; Telephone Number 

.. 

Kind of Business 
Date Started and Date Left 
Reason for Leaving 
Promotions, Demotions 
Duties 
Starting Salary, Final Salary 
Name of Immediate Supervisor 

References 
Character References who know you intimately (five) 

Names and addresses and telephone number 
Occupation 
Number of Years Known 
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Social Refere~ces (not relatives, sup~rv:tso:t's, or teachers) (five) 
Names and addresses and telephone number 
Occupation 
Number of Years Known 

Neighbors (three) 
Names and addresses and telephone number 
Occupation 
Number of years known 

(Occasionally, a voucher type of reference is incorporated into 
the application form, and requires the actual signature of the 
reference) 0 

General Information 
Have You Ever Been Arrested? (Felony or Misdemeanor) 

Date and Court 
Offense 
Disposition 

Have you Ever Been Arrested While in the Military? 
Date and Court 
Offense 
Disposition 

List Traffic Violations (Tickets Received) for the past Five Years 
Has Your Driver's License Ever Been Revoked? Explain. 
Have you ever applied for a police position before? 

Name and address of agency 
List the names of all clubs, societies, fraternities fraternal 

organizations, labor organizations, and profession~l groups 
to which you belong, or have belonged: 

Name of Organization and Address 
Position or office held 
Dates of membership 
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LEGISLATION IN THE UNITED STAT~S A~ OF NOVEMBER 1, 1967 
~' 

STATE YEAR ADHINISTERING IEMPm~RED . TO 

and 
ESTABLISH 
l'fINIHill1 

STATE LAW STATUS PASSED FmUHNG AGENCY ,STANDARDS FOR 
RECRUITS , , 

l. Alabama la~v 

contemplated 

2. Aiaska no law I 

contemplated 

3-. Arizona law I 
~ontemplated 

I I 
4. Arkansas 

acts 1963 nc Arkansas Law 

!i26, Ark voluntary 1963 legislative Enforcement no 

Statute appropriation Training 
annotated Academy 

42 - 701 

5. Calif<;>rnia $5 penalty 
Cal penal assessment on every 
code part 4 voluntary 1959 $20 of criminal 

title 4 'fine or portion 
chap 1 ! (not traffic or 

fish and game) 
I 

~ 

I 

I 

I 

."...,.~ ~.,.M. _.""W~,;..~ ,; .~, .....,.,W .. W .... "" ~ 

V-l 
o 
0\ 

~ .. - WEi! DUtiiil •• ___ ... ---

HOURS OF 1 
INSTRUCTION 
FOR POLICE 
RECRUITS I 

I 
I 

3 weeks 

200 

LOCATION FOR 
CONDUCTING 
RECRUIT TRAINING 

I I central 
in metropolitan areas 
training provided 
locally 

dept. run academies 
non-college affiliateq 

17 
college affiliated- 28 
Ipre-service cbllege-46 
all certified by POST 

V-l 
o 
"'-.I 
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STATE YEAR 
and 
STATE LA\-] STATUS PASSED 

6. Colorado 
chapter 263 
Session La,,'s voll,mtary 
of Colorado 
1965 

7. Connecticut 

I I Sec 7-294 
a - e Geu 
Stat mandatory 1965 

I 

'8. Delaware law 
contemplated 

9. Florida 
chapter 
67 - 230 mandatory 1967 
Laws of -
Florida 

10. Georgia 
Ga. Laws 
1962 
No. 853 voluntary 

I 

) 

STATE YEAR 
and 
STATE LAW STATUS PASSED 

11. Hawaii' , 
Sectiods 
145-5, 150-' mandatory 1959 
Revised law~ 
of Hal·mii 
1955, 7-106 

legislation 
introduced 

12. Idaho but failed 
to pass 

13. Illinois 
chap 85 
section 501 
Ill. Rev. voluntary 1965 
Statutes 
1965 

14. Indiana 
Ind. Stat 
Sec 63-3301 
~.t seq. mandatory 1967 

15. Iowa 
chapter 112 
Acts of the mandatory 1967 
62nd Gen. 
Assembly 

ADMINISTERING r~TO HOURS OF EST LISH LOCATION FOR 
lINTI1UM INSTRUCTION CONDUCTING 

. FUNDING AGENCY STANDARDS FOR FOR POLICE ECRUITS RECRUIT TRAINING 
I 

"o"u"'~UIT:ii • 

60% by State,balan~J Chief of Coloradc I by poli,tical sub- f Highway Patrol central 
division employing designated as .no 234 at National Guard 
trainee Superintendent Training Camp 

of the Academy 

I 
legislative. Municipal Police 
appropriation Training Council no 160 central 

I 
I 

I 

I 

legislative Police Standards not not determined to 
appropriation Council yes determined date 

.to date 

legislative 
appropriation and Georgia PoJ.ice yes 3 weeks central 
fees charged to Academy Board (voluntary 

. municipal gov I ts compliance) 
for training 

-.'" ~ oJ-;:< .oJ ."3'..;;;J .... >::"'~-~+-<;. .. ,~."'":".'" <-~:":"~< ~~ 

ADMINISTERING 
~RBWfHll TO iHOURS OF I LOCATION FOR MINIMUM . INSTRUCTION' 
STANDARDS FOR FOR POLICE ! CONDUCTING 

FUNDING AGENCY RECRUITS PJECRUITS RECRUIT TRAINING . . I 

minimum Voluntary Counties of Hawaii 
appropriation to cooperation amon Kauai, Maui and 
various police county police no City and County of 
departments departments Honolulu 

I 
I 
I 

I 
Illinois local I I 
Governmental 
Law Enforcement several 

legislative Officers Trainin~ regional locations 
appropriation Board no I 

I 
I 

legislative Law Enforcement yes I 
appropriation Training Board 

I 
Iowa 
Law Enforcement not 
Academy Council yes determined ce: 

legislative to date 
appropriation 

I 
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STATE YEAR ADMINISTERING rol<ERED TO HOURS OF I ESTABLISH " 
and 

:"lINDfUH INSTRUCTION\ LOCATION FOR 

STATE LAW STATUS PASSED FUNDtNG AGENCY STANDARDS FOR F~R POLICE CONDUCTING 
RECRUITS : RECRUITS RF.CRUTT TRAINING . . . 

legislat.ion 
introduced 

16. Kansas but failed 
to pass I 

I I 
I 

17. Kentucky law 
contemplated 

18. Louisiana law 
1 contemplated 

I 
I 

I legislation 
introduced 

19. Maine but failed 
to pass 

I 
I 

-
20. Ma"L-yland Maryland I at 12 existing 

Art 41 legislative Police Training ! departmental 

Sec 70A mandatory 1966 appropriation Commission yes 160 academies and at 
regional schools 

}faryland operated by the 
code anno- commission 
tated 

STATE YEAR ADMINISTRATIVE ~OVmRED TO HOURS OF LOCATION FOR ESTABLISH 
and ~INIMUM INSTRUCTION COl\'l)UCTING 
STATE LAW STATUS PASSED FUNDING AGENCY STANDARDS FOR FOR POLICE 

iRECRUITS RECRUITS RECRUIT TRAINING . 
2l.Massachusetts 

Mass. Stat ch Municipal . 
,6, sec 116-19; legislative Police Training several regional 
chap 41, sec .mandatory 1964 appropriation Council no 180 locations 
96B amended 
Aug, 3, .1967 
chap 504 

22. Michigan 
act 203 of I l1ichigan La~v 
the Public voluntary 1965 additional costs Enforcement several regional 
Acts 1965 on criminal fines Training Council yes 130 ' locations 

I 
I 

23. Minnesota legislative Minnesota 
Minn. appropriation Peace Officers 
statutes mandatory 1967 5 municipalities Training Board yes 120 several regional 
626.841 provide own locations 

funding 

l4. Mississippi 
Sec 8086-01 
-8086-11 . legislative Department of 
Miss. code voluntary 1964 appropriation Public Safety no 120 central 
of 1942. . 
Recompiled 

I . 

no law 
l5. Missouri contemplated 

'\ I I 

~ , 
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I-' 
o 

loW 
I-' 
I-' 

I 

~ 
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STATE YEAR 
and 
Sli:ATE LA1~ STATUS PASSED 

26. Mon::ana mandatory 1967 
16 - 3705 
1967 I 

I 
legislation 
introduced 

27. Nebraska but failed 
to pass 

I 
1 1965 

28. Nevada mandatory effective 
NRS 216.010 date 1967 
-080 

legislation 
introduced 

29. New but failed 
Hampshire to pass 

~ 

30. New Jersey 
52:17.63 mandatory 1966 
et al 

STATE YEAR 
and 
STATE LAt.] STATUS PASSED 

3l. New no law 
!-lexico contemplated 

32. Net" York 
(A) Sec 480-487.1 

Executive 
Law I mandatory 1959 

(B) Chap 671L. 
of 1967 
(209-Q) 

Gen. ;,tun T.,=l{.1 

33. North law 
Carolina contemplated 

34. North 
Dakota 
Chap 54-50 mandatory 1963 

N.D. Century • Y7/0 enforce-
code replaced by ment 
broader chap 
12-61 -1967 

35. Ohio 
Sec. lO9.7i-
109.77 \mandatory 1965 
Revised code 
of Ohio 

J 

, 

f 

~.~'~~~~~~~-~~~~~~~~~~~~~~---,.-----------. 

, 

ADl-1INISTERING 'mmUR TO HOURS OF J jlHNB INSTIUJCTIOl LOCATION FOR 
STAND S FOR FOR POLICE CONDUCTING 

FUNDING AGENCY RECRUITS RECRUITS RECRUIT T~ING 
> 

Hontana La," 
I University of 

municipal Enforcement no Hontana 

expenditures Academy Advisory (central) 
Board 

I 

I . t 

State Department Nevada Peace 
of vocational Officers yes 72 several regional 

education St~ndards and locations 
Training 
Commission 

. 

State of . 
legislative New Jersey no 192 14 regional 

appropriation Police :rraining locations 
Commission 

1 I 
I 

ADMINISTERING 1 EMPOHERED TO llOURS OF I 
g~~~SH INSTRUCTION I LOCATION FOR 
STM-.'DARDS FOR FOR POLICE COr-.TDUCTING 

FUNDING AGENCY RECRUITS RECRUITS I RECRUIT TRAINING 

; i I 

, 

I Hunicipal I 
legislative Police Training yeE 240 several regional 
appropriation Council locations 

I 

I I 
North Dakota I 
Combined Law 

legislative Enforcement yes 160 several regional 
appropriation Council (1968) locations 

Ohio Peace yes 120 several regional 
legislative Officer Training locations 
appropriation Council 

\ I 

W 
t-' 
N" 

W 
t-' 
W 

~ 
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t YEAR STATE I 
and 
STATE LA'~ STATUS PASSED I 

36. Oklahoma 
Title 70 mandatory 1967 
O.S. 
3311 

37. Oregon 
181.610-
181.690 
Oregon Rev. mandatory 1967 
statutes (1 Jan. 1968) 
chap 305. 
Oregon Laws 
1967 I 

I 

I 38.Pennsylvania no law 
contemplated 

I 
39. Rhode law 

Island contemplated 

~ 

. 
40. South 

Carolina I 
S.C. code voluntary 1953 
1962 Sec. 

I 
53-21"":53-

\ 
26 I 

'-::.-.J.-:~~...A"J-::£*~~-r'"""'-.'~~~~-~"--~--'~'---'- ,,-". 

. 
ADMINISTERING I EHPOHERED TO HOURS Ot;' I ESTABLISH - LOCATION FOR 

HIN1}[(J}f INSTRUCTION COi'/1)UCTING 

FUNDING AGENCY i STANDAPJ)S FOR FOR POLICE \ RECRUIT TRAINING 
RECRUITS I~F~~nT~~ . 

Southwest Center I for Law Enforce-
State and local ment Education no 120 I central and 
appropriation University of regional 

Oklahoma 

I 

1 

I 

! 

I Board on Police central (State 
legislative Standards and yes 120 Academy) 
appropriation Training several regional 

locations 

I 

I 
f 
I 

I I 

I 

I 

Extension Div. 
legislative University of yes 128 several regional 
appropriation I South Carolina locations 

" I 
-

UJ 
I-' 
~ 

fl I ' 

I 

i r' E ai}' @jft:i¥.- 5 56 SHe 

f 

~ . -~. 
-~ .. 

STATE l YEAR 
and 
STATE LAW STATUS PASSED FUNDING 

[ 

I 

41. South 
Dakota legisla'l::ive 
amend to appropriation 
SDC 55.1603 voluntary 1966 municipalities pay 
Subsectipn room, board & 
(6) 1966 transportation 
Sessions 

I Laws Chap 161 

I 
42. Tennessee law I 

contemplated" 
I 

43. Texas 
Art 441351 
-9 voluntary 1966 legislative 
Vernon's appropriation 
f.n..n. 
Civil 
Statutes 

I 
44. Utah 

Utah code I 
Ann. nl.,,-ndatory I 1967 legislative 
67-15-1-67 appropriation 
-15-20 
Supp 1967 

I 

45. Vermont 
Title 20 
USA mandatory 1967 legislative 
chap 151 appropriation 

J 
! ' 

\ 
J 

ADMINISTERING 

AGENCY 

Division of 
Criminal 
Investigation 
Attorney Genera1 S 
office I 

I Texas 
Commission on 

'Law Enforcement 
tff~eers Standards 

and Educati'On 

I I 
Council on l 
Peace Officer i 
Training 

1 
I 

I 
Vermont Law 
Enforcement 
Training Council 

l 

E-lPOWERED TO HOURS OF 
ESTABLISH 
MIN1MU}l INSTRUCTION 
ST~~ARDS FOR FOR POLICE 
RFCRUITS' Pt;'('t1TTT"'~ I . 

no 106 

I 
I I 

\ I 
i 

, 

I I 
yes 240 

I 
yes 200 

I 
I I 
I not I 

determine1 
yes r to date 

I 

LOCATION FOR 
CONDUCTING 
RECRUIT TRAINING 
~ 

several regional 
loca.tions 

-

several regional 
locations 

several regional 
locations 

will establish 
one training school 

~. ,... 
VI 

J 
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STATE YEAR 
and 
STATE LAH STATUS PASSED 

\ 

46. Virginia unknown 
I 

47. Washington I chap 158 
laws of voluntary 1965 
1965 RCW 
43.100 

I I 
48. West no law I 

Virgin~a contemplated 

--
49. Wisconsin law 

contemplated -

50. Wyoming no law 
contemplated 

I~" 

>.:..:.:, .. ~ .'.~~';"'~~;'!~~~~I~~~F"!~~~.~-"""'"_"-..~. 

ADMINISTERING 

FU1IDING AGENCY 

Washington 
La~o}' Enforcement 

legislative Officers 
appropriation Training 

Commission 
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EMPOHERED TO 
ESTABLISH 
MINIMUM 
STM-Il)ARDS FOR 
RECRUITS 

yes 

I 

I 
I 

'" 

, 

HOURS OF ~ 
INSTRUCTION 
FOR POLICE I 
RECRUITS , 

I 

300 
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LOCATION FOR 
CO},l)UCTING 
RECRUIT TRAINING 

central 
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STATE OF MAINE 

IN THE YEAR OF OUR LORD NINETEEN HUNDRED 
SIXTY-EIGHT 

AN ACT to Establish the Maine Law Enforcement Training Council 

Be it enacted by the P~ople of the State of Maine, as follows: 

Sec. 1. Title 
as follows: 

Revised Statutes is amended by adding a new chapter 

CHAPTER 

MAINE LAW ENFORCEMENT TRAINING COUNCIL 

1. 5360. Purposes 

2. 

3. 

4. 

The Legislature finds that the administration of justice is of 

statewide concern, and that police wo~k is important to the health, 

safety and welfare of the people of this State and is of such a nature' 

5. as to require education and training of a professional character. It 

6. is necessary and in the public interest to provide for the creation of 

7. the "Maine Law Enforcement Training Council" for the purpose of encouragins... 

8. and aiding municipalities and other local government agencies of the 

9. State in their efforts to raise the level of local law enforcement. 

1. 5361. Definitions 
. 

2. As used in this chapter, "police officer" means any full-time employee 

3. of a police department of a political subdivision who is responsible for 

4. the prevention and detection of crime and the enforceme,nt of the penal 

5. traffic or highway laws and ordinances of Maine and any political 

6. subdivision. 

319 

10 5362. Maine Law I Enforcement Training Council 

3. 

5. 

6. 

7. 

8. 

9. 

Membership. The Maine Law Enforcement Training Council shall be 

composed of 10 members selected as follows: The Chief of the Maine State 

Police, the special agent in charge of the Federal Bureau of Investigation 

for Maine, a representative appointed by the Maine Municipal Association, 

the director of the Bureau of Public Administration at the University of 

Maine, the Attorney General and the folluwing to be appointed by the 

Governor with the approval of the Executive Council: Three municipal 

police chiefs, a county sheriff and a member of the Maine Bar. 

10 0 - 2. Tenure. Except for the Chief of the Maine State Police, the special 

11. agent ill charge of the Federal Bureau of Investigation and the director 

12. 

13. 

14. 

of the Bureau of Public Administration at the University of Maine, wh£ 

shall serve during t~ continuance in those offices, members shall be 

appointed by the Governor for terms of 4 years, provided that no member 

15. shall serve beyond the time when he holds the office or employment by 

16. reason of which he was originally eligible for appointment •. The terms 

17. of members initially appointed by the Governor shall be 2 for 4 years, 

18. 2 for 3 years and one for 2 years. The representative appointed 

19 0 by the Maine Municipal Association shall serve a 4-year term. Any vacancy 

20 0 on the Maine Law Enforcement Training Council shall be filled in the same 

210 manner as the original appointment, but for the unexpired term. 

22. - 30 Chairman and vice-chairman. The chairman and vice-chairman of the 

23. Maine Law Enforcement Training Council shall be deSignated and selected 

, 24. from the members of the council by the council. 

25. ~ 4. Secretariat. The Executive Secretary of the Maine Municipal Association 

26. shall serve without compensation as secr~tary to the ~il until such 

27. time as an executive director of th~ Maine Law Enforcement Training~Council 

280 is appointed. 

------------------------_ .... _------------_._--_ .. _ •..... _._-..•. _---.--.. --.'---' 
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29. - 5. Compensation. Members of the Maine Law Enforcement Training Council 

30. shall serve without compensation. but shall be entitled to teceive reimburse-

31. ment for any actual expenses incurred as a necessary incident to such 

32. service. 

33. - 6. Reports. The council shall report annually to the Goverrtotand 

34. Legis1at.ure on its activities. and may make such other reports as it 

35. deems necessary. 

1. 5363. Powers 

2. The council shall: 

3. 1. Programs. Conduct police training programs; 

4. - 2. Guidelines. Establish guidelines for minimum educational and training 

5. standards for admission to employment as a full-time police officer; 

6. - 3. Standard~~Gertify police officers meeting minimum educational and 

7. training stand?rds; 

8. - 4. Curriculum. Estab~minimwn curriculum requirements for basic. in-

9. service and advanced courses and programs for schools operated by or for the 

10. State or any political subdivision thereof for the specific purpose .9i 

11. training law enforcement officers; 

12. - 5. Facilities for training. Approve institutions and facilities for 

13. police officers; 

14. - &.:....-..f:ontracts. Accept grants or enter :lntel contracts' with the Federal 

15. Government or other public or private agencies to do such things as may be 

16. neces:sary and incidental to the administration of its authority pursuant to 

17. this chapter; 

18. - 7. Personnel. Employ an executive director and such other personnel as 

19. may be necessary in the performance of its functions; 

20. - 8. 'Programs through agencies. Maintai~=police training programs through 

21. such agencies and institutions as. the council may deem appropriate~ 

---------------.",""', -----------
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22. Sec. 2. Appropriation. There is appropriated from the General Fund 

23. 

24. 

25. 

to the Maine Law Enforcement Training Council the Sum of $50.000 for 

the fiscal yea~ ending June 30. 1969, to carry out the purposes of 

this Act. 
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APPENDIX J 

MAINE LAW ENFORCEMENT TRAINING COUNCIL ACT 

PROPOSAL NUMBER TWO 

; 

I 

~ Be 

STATE OF MAINE 

IN THE YEAR OF OUR LORD NINETEEN HUNDRED 
SIXTY-EIGHT 

AN ACT to Establish the Maine Law Enforcement Training Council 

it enacted by the People of the State of Maine, as follows: 

323 

Sec. 1. Title Revised Statutes is amended by adding a new chapter 
as follows: 

CHAPTER 

MAINE LAW ENFORCEMENT 'TRAINING COUNCIL 

1. 5360. Purposes 

2. The Legislature finds that the administration of justice is of 

3. statewide concern. and' that 'eolicoa work is important to the health, 

4. safety and welfare of the people of this State and is of such a nature 

5. as to require education and training of a professional character. It 

6. is necessary and in the public interest to provide for the- creation of 

7. the-"Maine Law Enforcement Training Council" for the purpose of encouragi!!& 

8. and aiding municipalities and other local government agencies of the 

9. State in their efforts to raise the level of local law enforcement. 

1. 5361. Definitions 

? As used in this chapter. "police officer" means any full-time employee 

3. of a police department of a political subdivision who is responsible for 

4. the prevention and detection of crime and the enforcement of the penal 

5. traffic or highway laws and ordinances of Maine and ~ny political 

6. subdivision~ 



1. 

2. 

3. 

4. 

5. 

6. 
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5362. Maine Law Enforcement Training Council 

Membership. The Maine Law Enforcement Training Council shall be 

composed of 10 members selected as follows: The Chief of the Maine State 

Police. the special agent in charge of the Federal Bureau of Investigation 

for' Maine. a representative appointed by the Maine Municipal Assocation, 

the director of the Bureau of Public Administration at the University of 

7. Maine. the Attorney General and the following to be aepointed by the 

hE' C il' Three muni~ipal 8. Governor with the approval of.t e xecut1ve ounc . 

9. police chiefs. a county sheriff and a member of the Maine Bar. 

10. - 2. 'tenure. Except for the Chief of the Maine State Police. the special 

11. agent in charge of the Federal Bureau of Investigation and the director 

12. of the Bureau of Public Administration at the University of-Maine. who 

13. shall serve during their continuance in those offices. members shall be 

14. appointe y t e overnor 0 . ' _ __ d b h G f r terms Of 4 years. provided that no member, 

15. shall serve beyond the time when he holds the office or employment by 

16. reason of which he was originally eligible for appointment. The terms 

17. of members initially appointed by the Governor shall be 2 for 4 years, 

18. 2 for 3 years and one for 2 years. The representative appointed by the 

19. Maine Municipal Association shall serve a 4-year term. Any vacancy on 

20. the Maine Law Enforcement Training Council shall be filled in the,~ 

21. manner as the original appointment. but for the unexp~red term. 

22. -'..l3~._£Clbh~a:!i!r~m~a!1n~a!1n:s!d~vli£c~e=-£c!!h~a!i!rmm!!an!l.!.._T=.h!!:e·_~ch!!a~i:.r!:.!m~a!!.:n~aii!!n:!:d~v::.:i~c::::e:..-...:c:::.:h~a:::;:i:.:r::m=a:;;;n;.....;o;..:f;;...;t;..:h ..... e 

23. Maine Law Enforcement Training Council shall be designated and selected 

24. from the members of the council by the council. 

25. - 4. Secretariat. The training and tactical officer, Maine State Police 

shall serve as the secretary to the Maine Law Enforcement Training Council 26. 

27. and shall coordinate and conduct police training programs. 

-----~ .. ~-~----.. ,---.... -

.' 

I 
28. - 5. Compensation. 

3125 

/ 
Members of the Maine Lilt Enforcement Tr~i.ning ~ounc11 

compensation:, but shal{ be entitled to receiv~Lreimburse-29. shall serve without . 
·30. ment for any actual exPenses incurred as lj necessary incidenttQ.,'such 

31. service. I 
32. - 6. Reports. The council shall report !~nnually to the Govern,br and 

33. Legislature on its activities. and may ?.nake such other report,s as it 

340 deems necessary. 

1. 5363. Powers 

2. The council shall: 

3. - 1. Programs. Conduct police training programs; 

4. - 2. Guidelines. Establish.guidelines for minimum educational and training 

5. standards for admission to employment as a full-time police officer; 

6. - 3. Standards. Certify police officers meeting minimum educational and 

7. training standards; 

8. - 4. Curriculum. Establish minimum curriculum requirements for basic. in-

9. service and advanced courses and programs for schools operated by or for the 

~o. State or any political subdivision thereof for the specific purpose of 

110 training law enforcement officers; 

12. - 5. Facilities for training. Approve institutions and facilities for 

130 police officers; 

14. - 60 Contracts. Accept grants or enter into contracts with the Federal 

15. Government or,other public or private agencies to do such things as may be 

16. necessary and incidental to the administration of its authority pursuant to 

170 this chapter; 

18. - 7. Personnel. Employ such other personnel as may be necessary in the 

19. performance of its functions. 

200 - 8. Programs through agencieso Maintain police training programs through 

21. such agencies and institutions as the council may deem appropriate. 
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22. Sec. 2.~propriation. There is appropriated from the General Fund 

• 23. to the Maine Law Enforcement Training Council the sum of $50,000 for 

24. the fiscal year ending June 30, 1969, to carry out the purposes of 

25. tliis Act. 

APPENDIX K 

ITEMIZED LIST OF ANNUAL EXPENSES 

FOR THE OPERATION OF THE DIRECTORATE 

327 
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ITEMIZED LIST OF ANNUAL EXPENSES FOR THE OPERATION OF THE DIRECTORATE 

Personal Services 
All Other 
Capital 

Personal Servic~ 
1 Executive Director 

(Grade 30 10,192 - 12,428 
1 Secretary 

(Grmde 8 4,446 - 4,914 

All Other 
Contractual 

Total 

Courses of Instruction (Universi~y of 
Maine, Maine Vocational Technical 
Institutes, Maine State Police, IACP, 
etc. ) 
Traveling Expenses 

Reimbursement to Maine State Police for: 
fLights 
Laundry 
Heat 
Oasf 
Operation of Vehicle 

Conunodities 
Books & Supplies 
Training film, manuals 

Capital 
Automobile 
Office Equipment 

14,638 
31,362 
4,000 

$50,000 

10,192 

4,446 
(14,638) 

27,225 
750 

135 
90 

300 
27 

1,000 
(29,527)' 

800 
1,035 

(1,835) 

3:116 
884 

(4,000) 

'I 
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APPENDIX L 

BASIC POLICE 

COURSE (160 hours) 

. , 
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STATE OF MAINE 

LAW ENFORCEMENT TRAINING COUNCIL 

BASIC COURSE - 160 HOURS 

SUMMARY 

SUBJECTS 

I. INTRODUCTORY 

1. Registration, Orientation, Classroom 
Note Taking and Notebooks 

2. Historical Development of Law 
Enforcement as a Profession 

II. POLICE AND THE PUBLIC 

1. Ethics and the Law Enforcement Officer 
2. Craating a Favorable Public Image 
3. Police and 'the Minority Group 
4. Human Relations and Applied Psychology 

III. .LEGAL SUBJECTS 

1. Civil Rights, Constitutional and Statutory 
2. Court Organization and Procedures in Maine 
3. Maine Criminal Law 
4. Laws of Arrest 
5. Laws of Search and Seizure 
6. Rules of Evidence 
7. Statements, Admissions and Confessions 
8. Jurisdiction of Local, County, St~te, and 

Federal Agencies 

IV •• TRAFFIC 

1. Traffic Problems and Control 
2. Acts Regulating Traffic 
3. D~iver Licensing 
4. Ma~,ne Motor Vehicle Laws 
5. Techniques and Methods of Traffic Lalt! 

Enfo~cement 

6. Accide'nt Investigation and Reporting 
7. Signal~ and Gestures in Traffic Control 

1 

1 

1 
1 
1 

1. 

3 
2 
8 
5 
5 
5 
2 

2 

2 
4 
2 
5 

6 
8 
1 

HOURS 

2 

10 

32 

28 

V. CRIMINAL INVESTIGATIONS 

1. General Principles 
2. Principles of Interviewing and Interrogation 
3. Collection, Identification and Preservation 

of Physical Evidence 
4. Principles of Searching a Crime Scene, including 

practical problem 
5. Stolen Motor Vehicles 
6. Basic Fingerprinting, Including Latent Print 

Demonstration 

VI. RECORDS AND REPORTS 

1. Basic Police Record Systems 
2. Reports and Report.Writing 
3. Traffic Records and Their Uses 

V~I. PATROL PROCEDURES 

VIII. 

1. Proper. Us~ of Police Radio and Communications 
Systems 

2. Techniques of Patrol 

SPECIALIZED SUBJECTS 

1. Emergency Aid to :P'ersons 
2. Recognition and Handling 0 f Abuorlnal 

Persons 
3. Crime, Causation and Control 
4. Juvenile Matters 
5. Police Control of Crowds and Mob Action 
6. Techniques and Mechanics of Arrest 
7. Physical Education, including Defensive 

Tactics . 
8. Firearms Training 
9. Testifying in Court 

IX. EXAMINATIONS 

Total 

2 
2 

5 

4 

2 

3 

1 
4 
1 

1 

4 

8 

2 
3 
4 
5. 
4 

8 
16 

3 

6 

331 

18 

6 

5 

53 

160 
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BASIC COURSE - 160 HOURS 

SUBJECTS CLASS HOURS 

I. INTRODUCTORY 

1. Registration, Orientation, Classroom Note Taki~ 
and Note Books 1 hour 

2. 

Certain introductory details will have to be attended to in order 
to create the proper attitude for the instructional, learning pro­
cesses ~o follow. Every effort should be made during this initial 
period to put the trainee at ease while, at the'same time, impress~ 
ing upon him the seriousness of the training program and the re­
sults to be expected. He should be informed of attendance require­
ments, examination procedures, and should be given some brief in­
struction on various methods of classroom note taking and the reasons 
for requiring the maintenance of a notebook. It is recommended 
that the trainee's notebook be checked periodically and that it be 
given a final grade at the conclusion of the full course of instruc­
tion. 

Historical Deve10Ement of Law Enforcement as a Professio~ 1 hour 

An effort should be made in the brief time allotted to trace the 
slow evolvement of law enforceme~tfrom acient times to its pres­
ent situation in the Western civilization of the United States. 
It should, in essence, provide a historical backdrop for the more 
specific instruction to come. 

II. POLICE AND THE PUBLIC 

1. Ethics and the Law Enforcement Officer 1 hour 

2. 

The high ethical and moral standard§ expected of every law enfor­
cement officer should be emphasized in this period of instruction. 
The trainee should be brought to the understanding that he has a 
public trust to uphold and that he, as an individual. officer, can 
do much to create, or destroy a favorable public image for 'himself, 
his department, and law enforcement as a whole. "The Law Enforce­
ment Code of Ethics" should be reviewed and made available to the 
individual trainees. 

Creating a Favorable Public Image 1 hour 

Factors which enter into a favorable relationship between the police 
and the community should be discussed in this all-important Sl!bject. 
Courtesy, personal appearance, conduct, impartiality, efficiency, 
community service, good housekeeping, enter into the total consider­
ation. Guidelines for relations with representatives of the news 
media should be briefly set out. 

HI. 
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3 0 Police and Minority Groups 1 hour 

4. 

Areas to be covered include: the nature and causes of pre­
judices; danger of group classification; development of res­
pect for racial, religious, cultural and ethnic backgrounds 
of various groups; fostering of an atitude of understand-
ing, respect and good will between police and m~nority groups. 

Human Relations and Applied Psycho~ 7 hours 

The law enforcement officer should have a basic understand­
ing of: why people are different? why they act differently? 
why they have different opinions? why they see things dif­
ferent,ly? and why they many times have temporary personality 
changes as they move from one situ,ation to another? If the 
officer has some knowledge of thesl: matters he will he able 
to function more efficiently as a public servant. 

LEGAL SUBJECTS 

1. Civil Rights, Constitutional and Statutory 3 hours 

2. 

3. 

Coverage of this timely and import.:mt topic will usually begin 
with the Bill of Rights of the Fed(~ral Constitution and proceed 
chrono1ogi~;:lly through the other applicable Constitutional 
amendments dnd Federal and State c:~vil rights statutes. Rights 
of the accused should be discussed only briefly as this will 
be covered in greater depth later on. 

Court Org~nization and Procedures in Maine 2 hours 

The trainee should be given a step-by-step evaluation of the 
procedure by which a criminal charge is first brought into 
being and then followed through to final court action. 

Maine Criminal Law 8 hours 

Objective of this topic shdu1d be to teach the trainee ~o re­
cognize a violation of law when he sees it and to know the 
elements of each violation which, as a matter of evidence, 
must be proved in court. He should be encouraged to become 
tbcorough1y familiar with Maine Rev:i.sed Statutes, annotated. 

4. Laws of Arrest 5 hours 

Discussion should include: brief history of the development 
of laws of arrest; the law of arrest today; the legal aspects 
of an arrest; requirements of a lawful arrest, with or without 
a warrant; force which can be laWfully used; and disposition 
of the person arrested. 

" 

. ~!l 
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5. 

6. 

7. 

Laws of Search and Seizure 5 hours 

Aspects of what an officer Inay do legally in the areas of search and 
seizure should be thoroughly explored, including pftrtinent court dio:­
cisions, expecially those of th~ U. S. Supreme Court in recent years. 

Rules of Evidence 5 hours ----
The objective here should be to give the trainee a practical bas.ic con­
cept of the rules of evidence as used in a court of law. He should un­
derstand the necessity for such rules in the American system of justice. 
He should be able to state the difference between direct evidence, cir­
cumstantial evidence, hearsay, prima facie evidence, p~ysical and docu­
mentary evidence and the rules governing the admissibility of these 
various types of evidence. 

Statements, Admisl!ions and Confessions 2 hours 

This should deal only with the legal aspects of this ~ubject and not with 
the techniques of obtaining statements and admissions. Particular empha­
sis should be placed on the tests being currently applied by the courts 
in determining whether a confession was voluntary or not. 

8. Jurisdiction of Local, County, State and Federal Agencies 2 hours 

Every local law enforcement officer. should be aware of his o~ jurisdic­
tion and the jurisdiction of the other law enforcement agenc1es around. 
him. He should be able to recognize a situation which is, or might de­
velop into a Federal violation. He should know to which Federal agency 
the matter should be referred. He should equally be aware of any sit­
uations in which county and state authorities might also have an interest. 

TRAFFIC 

1. Traffic Problems and Control 2 hours 

rhe trainee should be given an overall presentation of the problems of 
national and state control. Particular emphasis should be given to traffic 
control problems peculiar to Maine. 

2. Acts Regulating Traffic 4 hours 

3. 

4. 

To enforce traffic laws effectively the officer must be made thoroughly 
familiar with the present acts regulating traffic. 

Driver Licensing 2 hours 

Aspects of driver licensing and control in the State of Maine should 
be thoroughly understood by the trainee. 

Maine Motor Vehicle Laws 5 hours 

Laws relating to the operation of motor vehicles in Maine will be 
adequately explained. 

5. Techniques and Methods of Traffic Law Enforcement 6 hours 

I 
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Patrol techniques and patterns from both the standpoint of accident pre­
vention and violator apprehension should be outlined in detail. Use of 
radar equipment should be explained as well as selective enforcement 
procedures. It should be emphasized that proper use of. these techniques 
can have a beneficial effect. 

6. Accident Investigation and Report~ 8 hours 

Included in this discussion should be: officer's recorded observations 
of drivers and witnesses; protection of the accident scene; the execution 
and filing of proper report forms, especially those required by law; and 
determination, if possible, of the cause of the accident. 

7. Signals and Gestures in Traffic Control 1 hour 

The techniques of hand signals must be mastered by the officer if he hopes 
to be able to control heavy traffic at an intersection or in an area of 
heavy concentration of traffic. It should be emphasized that in control­
ling a normal traffic situation the officer cannot depend upon voice com­
munication. 

CRIMINAL INVESTIGATIONS 

1. General Principles 2 hours 

2. 

3. 

This topic should be approached from the viewpoint of generally outlining 
those principles which would be applicable to a large share of criminal 
investigations, ranging from a simple house burglary to a homicide. The 
objective of such investigations should be to identify the offender and 
bring him to justice, and also to recover any stolen property which might 
be involved. The importance of preserving the crime scene against con­
tamination, the thorough interviewing of victims and witnesses, the 
obtaining of adequate descriptions, the dete.rmination of modus operandi, 
neighborhood investig~tions, and the development of sources of information­
should be explained clearly to the trainee. 

Principles of Interviewing and Interroga~ion 2 hours 

It has been stated that "the right officer, asking the right questions, 
in the right manner, at the right time, in the right place, will get 
,right answers". The trainee should be. taught methods and techniques of 
obtaining information both from the cooperative victim, complainant or 
witness on the one hand, and from the uncooperative suspect on the 
other hand. 

The Collection, Identification and PRESERVATION OF 
Physical Evidence 5 hours 

This time should be d~voted to informing the trainee of the great impor­
tance of identifying, collecting, and preserving physical evidence, found 
at a crime scene. The functions of the scientific laboratory should be 
related to the class. It should be brought out how the mishandling of 
physical evidence can have an adverse effect upon a case. 
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4. Principles of Searching a Crime Scene, Including 
Practical Problem 4 hours 

Coverage of this topic should include: preparatory action necessary 
for a search, techniqu~s to be followed during the act'aa1 search, and 
handling of recovered evidence. One or more practical problems should 
be set up to enable trainees to actually search a simulated crime scene 
utilizing proper techniques in the gathering, identifying, and preservi.ng 
of any items of physical evidence discovered. 

5. Stolen Motor Vehicles 2 hours 

6. 

The trainee should be informed of the various modus operandi utilized by 
auto thieves. The techniques of spotting a possible stolen car should 
be explained. Methods and techniques of handling the stolen car after 
its recovery should also be explored. 

Basic Fingerprinting, Including Latent Print 
Demonstration 3 hours 

Coverage of this topic should include: brief history of the development 
of fingerprints as a means of personal identification; illustration of 
the basic types of fingerprint patters and a demonstration of the proper 
method of taking inded imp~essions; demonstration of the process of 
developing, photographing, lifting and identifying latent impressions. 

VI. RECORDS AND REPORTS 

1. Basic J:lo1ice Record Systems 1 hour 

A description should be given of a typical police records system and its 
utilization. The trainee should understand thoroughly the necessity for 
accurate and complete records. 

2. Reports and Report Writing 4 hours 

The correct use of typical report forms should be demonstrated. The 
limitations of the form report should be emphasized. Instruction should 
be given in the narrative type of report. The trainee should be informed 
of some of the more frequent errors of both omission and commission found 
in the narrative report and should be encouraged to take personal pride 
in the preparation of this report. 

Tr~ffi~ Rpcnrds and their Uses 1 hour 

Typical report forms should be illustrated and an explanation given of 
the need for such records. Examples of the many ~ses of these records 
should be cited. 
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VII. PATROL PROCEDURES 

VIII. 

1. Proper Use of Police Radio and Communications 
Systems 1 hour 

The trainee should be made aware of pertinent FCC regulations and the 
need for brief, intelligible, transmissions between the squad car and 
the central control station. A copy of the standard code signals used 
in police communications should be furnished the trainee and he should 
be encouraged to commit these signals to memory. 

2. Techniques of Patrol 4 hours 

Foot and aut~ patrol methods should be discussed. Instruction should be 
given concerning the various situations in which an officer might become 
involved furing the course of his regular patrol duties. Some time should 
be given to the proper handling of emergency calls and to pursuit driving. 
The importance of alertness, .observation, good judgment and self-control 
in connection with patrol duties should be stressed. The proper use of a 
field interrogation form and a personal notebook should be emphasized. 

SPECIALIZED SUBJECTS 

1. Emergency Aid to Persons 8 hours 

The law enforcement officer must be trained to cope with many emergency 
situations weere human life may depend on whether adequate and prompt 
first aid treatment is rendered. The officer must know what immediate 
steps to take to counteract certain physical conditions. The American 
Red Cross Standard First Aid Course would cover this subject adequately. 

2. Recognition and Handling of Abnormal Persons 2 hours 

The publication "How to Recognize and Handle Abnormal People", available 
through the National 'Association of Mental Health, should be made avail­
able to each trainee and can be used for the basis of discussion of this 
subject. It is suggested that a psychologist or other qualitied person 
be considered for instruction in this field. 

3. Crime, Causation and Control 3 hours 

4. 

Factors which cause rebellious action against society and which often 
lead to criminal activities should be discussed both from a theoretical 
and practical vie~"Point. Possible preventive measures and methods of 
control of such anti-socj~l activities should also be imparted to the 
trainee. 

Juvenile Matters 4 hours 

The trainee must be informed of particular laws which govern the handling 
of juveniles. He must know the special procedures concerning the arrest 
and detention of such persons, the interview and interrogation procedures 
and the special reports needed. 
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5. Police Control of Crowds and Mob Action 5 hours 

Practical methods of controlling peaceful assemblages, such as at parades 
and sporting events should be illustrated as well as the more positive 
actions which must be taken to quell and disperse mob actions. The psy­
chological aspects of group behavior should be emphasized. Trainees should 
understand the civil rights relating to free speech and public assemply. 

6. Techniques and Mechanics of Arrest 4 hours 
Making an arrest is one of the most dangerous functions of a law enforce­
ment officer. The trainee should be specifically advised as to the best 
techniques to use an various situations such as in a private home, an auto, 
a public street, and other public places, taking into account, the number 
of subjects to be arrested. As part of the instruction, the search 'should 
be demonstrated. 

7. Physical Education, Including Defensive Tactics 8 hours 

8. 

The trainee should be taught, by demonstration and actual practice, the 
skills of self-defense which will in some measure equip him to protect 
himself against physical violence. "Come-along" holds, disarming tech­
niques, and basic fundamentals of judo should be covered thoroughly. The 
FBI publication "Defensive Tactics", or some similar treatise, should be 
made available to each trainee. 

Firearms Training 

A. SAfety Rules, Nomenclature, Fundamentals 
of Shooting 

16 hours 

2 hours 

Classroom instruction should be provided initially to acquatint the 
trainee with his weapon and its maintenance. He must thoroughly under­
stand how to handle the weapon safely. Use of firms or slides is re­
commended to illustrate the fundamentals of good shooting. 

B. Practice Firing on Range 14 hours 

t 

I 
I 

This instruction may be on either an approved .indoor or outdoor-range I 
but the safety factor must be considered paramount at all times. The I 
trainee should fire at least 200 rounds of ammunition·under super- ~ 
vision of a qualified instructor. Practice in both bV11 's eye target I 
shooting and combat shooting should be afforded the trainee, but the I_jl: 

emphasis should be on hip shooting and point shooting from the shoulder 
level. Additional instructions and practical exercise should be given 
in other police weapons - rifle, riot gun, and chemical grenades. 

9. Testifying in Court l .. hours 

The objective in this session should be to acquaint the officer with what 
to expect when he is called upon to testify in court. Proper courtroom 
manner and demeanor should be emphasized as well as the necessity for being 
fully prepared (.'.oncerning the facts of the case. 
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10. Examinations 6 hours 

It is recommended that four prelim.inary examinations be given 
followed by a final examination at the end of the course. 

TOTAL 160 hours 

~----------------__________ ~~L-________________ ~, 
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List of Bureau of Public Aclmillistratioll Publications 

Report of Preliminary Analyst's of the Feasibility of a Probttle District COllrt Sys~ 
tern for Mat'ne, May, 1967 (out of print). 

Legislative Apportionment ill Maine by Eugene A. Mawhinney, State Series No.1, 
November, 1967 (under revision). 

Is the MUnicipality Llable for lnsllfficiemly Trained Police? by James' P. Murphy, 
State Series No.2, April, 1968, price $1.00. 

The Control of Civil Disturbances by John Mitchell Nickerson, State Series No.3, 
June, 1968, price $2.00. 

Presentations of Workshop for Selectmen and Councilmen, Municipal Series No.1, 
October, 1968, price $1.50. 

Government Career Development Activities, 1967~68, November, 1968. 

A Study of Property Tax Administratloll in the St(He of Maille by Paul C. Dunham, 
State Series No.4, January, 1969. 






