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ABSTRACT 

This thesis will focus on the study of police field training and the process 

in the adoption of a new Field Training and Evaluation Program by the St. Charles 

County Sheriff's Department. 

Newly hired police recrujts traditionally have received most of their basic 

training in the classroom. This training, which is one of the most important 

functions any police agency undertakes, tries to give recruits basic competency to 

perform as patrol officers. 

The purpose of this research is to develop a good field training manual that 

can serve as a map for police agencies who are implementing a new program or 

revising their current program. The descriptive method of research will be 

utilized to illustrate, through case studies and a collection of statistics, the 

importance of developing a solid field training program. This research will 

among other items, address Equal Employment Opportunity Commission 

(E.E.O.C.) guidelines, officer safety issues, civil liability and Field Training 

Otlicer (FTO) selection and retention. 

Specifically it is hypothesized that after the survey of experts, using 

interval data provided by a classic Likert scale, it will be detennined that this is a 

good training manual. This will be done by taking the response to each 
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statement on the survey and then calculating descriptive statistics. This data will 

determine the support or lack of support for the actual hypothesis. 

Ten professional field t raining officers participated in the study. All of the 

participants were white males. Their average age was 32 with 10 years oflaw 

enforcement experience. Seven years was the average experience as a field 

training officer. All had attended a Missouri Police Officers Standards in 

Training (P.O.S.T.) certified 40 hour field training officer seminar. The experts 

were administered the St. Charles County Sheriffs Department F ield Training 

Manual Survey, during a departmental FTO meeting, for the purpose of 

measuring their agreement with corresponding responses to the Likert scale. 

Results of the analysis produced considerable evidence to support the 

notion that this is a good field training manual thus supporting the actual 

hypothesis. 
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Chapter l 

INTRODUCTION 

Newly hired police recruits traditionally have received most of their basic 

training in the classroom. This training, which is one of the most important 

functions any police agency undertakes, tries to give recruits basic competency to 

perform as patrol officers. 

Most academy training programs, however, leave a wide gap between the 

classroom and the "real world" of police work. Field Training programs therefore 

play a significant role in teaching new officers to handle themselves effectively on 

the job. Exposure to actual street experience and accompanying patrol situations 

help recruits apply principles they have learned in the classroom to Live situations. 

The earl iest formal field training program appears to have been established 

in the San Jose, California, Police Department in 1972. The San Jose program 

originated as a result of a 1970 traffic acc ident involving an on-duty San Jose 

police recruit who was negligently operating a police vehicle. A passenger in the 

other vehicle was killed and the officer was serious ly injured. The city 

subsequently dismissed the officer and a review of the personnel records revealed 

serious inadequacies in the department's recruit training and evaluation 

procedures. As a resuJt the San Jose Police Department Field Training Program 
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Bush 2 

was developed and became the model program across the United States (AJpert 

130). 

Today, the "typical" field training program consists of formalized, on-the­

job instruction by specially selected and trained personnel called Field Training 

Officers (FTOs). Field training (generally combined with periodic evaluation of 

the recruit's performance) usually occurs immediately after the recruit completes 

the classroom portion of basic training. 

Field training programs often are divided into three or more phases. 

Although agencies may vary the length of the phases, each program normally 

consists of an introductory phase and several training and evaluation phases. 

During the introductory phase, the recruit becomes famil iar with agency policies 

and local laws. During the training and evaluation phases, the recruit is gradually 

presented with the more compl icated tasks patrol officers confront. 

A final phase, consisting solely of evaluation of the recruit's performance, 

also may occur. During this phase, the FTO may act strictly as an observer and 

evaluator while the recruit performs all the functions of a patrol officer. This final 

phase determines if the recruit is able to work alone. 

AJthough field training programs are relatively new to American policing, 

various authors and commissions have long recognized the need for such 

programs. In 1965, the President's Commission On Law Enforcement And 

Administration made numerous recommendations to improve the management of 

police departments, including a recommendation that agencies implement 
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supervised field training programs (Task Force Report: The Police 85). 

In 1973, the National Advisory Commission on Criminal Justice Standards 

And Goals recommended that a minimum of four months of coached field 

training be included as a regular part of the recruit training process. The 

commission recommended (i.e. FTOs) receive 40 hours of specialized training 

and encouraged coaches to evaluate recruits (Report Of The Commission, Report 

On Police 78). 

The concept of field training received its most important support from the 

Commission On Accreditation For Law Enforcement Agencies (CALEA) in 

1983. This organization, the nation's only police accrediting agency, devoted an 

entire chapter of Standards For Law Enforcement Agencies exclusively to 

training. The chapter contains 45 standards for training, one of which requires all 

agencies seeking accreditation to conduct formal fie ld training for their recruits. 

This standard, along with the nearly 1,000 other standards associated with 

CALEA accreditation, was approved by the four major law enforcement 

associations in the United States: The Police Executive Research Forum, The 

International Association of Chiefs of Police, The National Sheriffs Association 

and the National Association of Black Law Enforcement Executives. 

Some years ago a group of field training officer program personnel 

presented a three day symposium on the FTO concept at the FBI Academy, 

Quantico, Virginia. Attending were administrators and upper level managers 

from law enforcement agencies across the nation. Fifty-two persons were in 
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attendance and, at the end of the presentation, they were asked to list reasons why 

they would adopt and support the implementation of a field training and 

evaluation program in their respective agencies. Their answers are as valid today 

as they were then, if not more so. 

Table I 

Ten Reasons for Adopting and lmplementing a 
Field Training Officer Program 

l . Provides for an evaluation process that has received the approval of the courts 
and is consistent with Equal Employment Opportunity Commission (E.E.O.C.) 
guidelines. 

2. Leads to increased support for adminis trative policies and procedures through 
standardized instruction. 

3. Reduces the likelihood of "Negligent Retention" and "Negligent Hiring" 
lawsuits. 

4. Is cost effective in that non-qualified and non-productive employees are not 
retained. 

5. ls cost effective in that newly hired employees get "up to speed" faster than in 
the past. 

6. Creates an addWonal career path for the line officer. 
7. Ultimately results in agency-wide standardization of pol icy, procedure, 

training and evaluation. 
8. ls motivational: morale increases as field training officers work in a 

participative cl imate and have a "say" in an in1portant decision-making 
process. 

9. Enhances the promotional process as members (FTOs) practice supervisory 
skills BEFORE promotional e ligibility. 

10. Leads to increases in competency, knowledge and safety among the FTOs as 
a result of their "Role Model" responsibilities. 

SOURCE: National Institute of Justice. Exhibit from "Field Training Programs: 
Structure and Development," by David W. MacKenna ( I 988). As cited in Police 
Administration by O.W. Wilson and Roy C. McLaren (1992). 
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Upon hiring, a new police officer faces a confusing, dangerous task of 

learning how to become a professional, productive officer. This is commonly a 

neglected area by departments, in fact many do not even have field training officer 

programs as the following illustration indicates (Alpert 130). 

Table 2 

Field Training Programs Nationally 
BO 
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SOURCE: NationaJ Institute of Justice. Exhibit from "Fi.eld Training For Police 
Officers: State of the Art," by Michael S. McCampbell (1987). As cited in 
CriticaJ Issues 1n Policing by Geoffrey P. Alpert and Roger D . Dunham ( 1993). 
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In Apri l, 1987, Michael S. McCampbell, a Visiting Fellow at the National 

Institute of Justice, conducted a comprehensive nationwide study of field training 

programs. McCampbell surveyed 588 local and State law enforcement agencies. 

He sent out a survey instrument and 288 or 48.9 percent of the agencies 

responded. Of the agencies responding, 183 had a field training program. 

McCampbell determined that over fifty percent (57.4 percent) of agencies 

responding to the questionnafre reported that their field training program was 

based on the San Jose Model. The concept has been expanded and used as the 

foundational concept for field training programs for not only entry level recruit 

officers in municipal law enforcement agencies but in state police departments, 

sheriffs departments, university and college police departments, school district 

police departments, correctional facilities , communications divisions, 

investigative divisions and for supervisory officers in departments across the 

United States (17). 

Additional .findings reported in McCampbell's study were that responding 

agencies reported they had fewer civil liab ility complaints, a decrease in the 

number of successful EEO judgements against the law enforcement agency in 

addition to improved personnel selection when the field training program was 

made part of the overall personnel selection process. Other benefits associated 

with the field training concept have been improved work quality, improved 

morale, more effective training and providing a method to address the issue of 

police violence by instilling into officers on the street correct behavioral and 
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ethical principles through the field training officer (20). 

ln 1986, the National Institute of Justice conducted extensive research into 

the area of Field Training Officer Programs. This research concluded FTO 

programs were the trend in law enforcement and encouraged this trend to 

continue. Once an FTO program is implemented, an integral part of the program 

is the role of the FTO. The FTO is a senior officer who is responsible for 

ensuring that the recruit is properly trained. A final note this study made was that 

the majority of Field Training Programs across the nation utilize the San Jose 

Model (Adams 40). 

The San Jose Model utilizes a 14 week process, with daily evaluations, 

using standardized lesson plans, training guides and department policies. The 

program is highly structured and evaluates on a daily and weekly basis. 

The process is broken into three initial stages. Each stage lasts four weeks 

and is spent with a different FTO, preferably on a different shift. The process is 

then followed by a two week "shadowing," phase in which the original FTO rides 

with the recruit in plain clothes, observing and evaluating the recruit. In the 

"shadow" phase it is important for the FTO to be in plain clothes as the public 

turns to the unifom1ed officer for the guidance before it turns to the p lain clothes 

officer. This allows the recruit to be the primary officer as well as reduces the 

distraction of the public and recruit by the presence of a uniformed FTO. 
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Elements of the San Jose Model 

The San Jose Model Field Training Program is a system of formal, 

standardized, structured field teaching and evaluation made up of several 

elements. First, a job task analysis should be conducted for the position of entry 

level officer to serve as the foundation on which the training and evaluation is 

constructed. A field training program should be developed only after identifying 

the tasks associated with the particular law enforcement job, whether that be a 

municipal police officer, a sheriffs deputy or corrections officer (Adams 7). 

Orientation 

A field training program should orient recruits to the agency's operations. 

The length and content of the orientation should vary depending on the academy 

the recruit attended. Orientations for recruits attending a regional academy will 

probably be longer and more comprehensive than an orientation period for a 

recruit who attended a departmental academy. By their very nature, regional 

academies usually do not cover all the specific policies and procedures of the 

various agencies in the regional academy's service area. Departmental academies 

usually cover the specific policies and procedures of the department during U1e 

academy training, thereby eliminating the need to cover the various topics of an 

orientation period as part of the field training program. The recruit officer should 
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be introduced to the employing agency's operations and Field Training Progrnm in 

a non-stressful manner. There is no evaluation, written or verbal, during the 

orientation period. Some departments also dedicate a period of t ime for spousal 

orientation to help him or her understand what the Field Training Program and 

police work involve (Adams 8). 

Observation 

When the recruit does begin to ride with a Field Training Officer, it should 

be with the benefit of not being evaluated. This is done so that the recruit may 

observe daily operations without the pressure of having to perform. This period is 

normally a week long and the main benefit expected from this approach is 

improved recruit confidence. While the recruh is not trained and evaluated, 

he/she is expected to observe and ask questions (Adams 8). 

Training 

Training should be delivered by a Field Training Officer and be based on a 

task checklist or "rookie book" following training categories developed from the 

job task analysis for the position. The training should be delivered in specific 

phases, progressing from simple to complex, and include increasing responsibility 

for the recruit. ln ideal situations, the recruit will rotate among various shifts and 

work with multiple FTOs. Recruits are not allowed to perform a task unti l it bas 
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first been explained and demonstrated by t he FTO who retains the discretion to 

override a recruit's decision should the circumstances warrant it. Examples of this 

wouJd be a situation where a recruit is going to violate a law, rule, procedure or 

endanger himself or the FTO. Of course, U1is should be done in such a manner as 

to minimize liability. Normally, identified deficiencies will be remedied on the 

spot by the FTO. Recruit activity is observed and documented (Adams 9). 

Evaluation 

Any evaluation of a recruit should be based upon standardized evaluation 

guidelines which are developed from the _job task analysis and are in agreement 

with the particular agency standards, rules, regulations, policies and procedures. 

The evaluation instrument should include a graphjc rating scale comprised of 

performance level designators to specify not acceptable to superior performance. 

While a seven-point scale is recommended, an agency can use a three, five or any 

number scale that fits their needs. However, consideration should be given to 

perceptual differences when deciding the size of the scale to be used (Adams 9). 

Remedial Tra.inin~/Evaluation 

Inevitably, a FTO will have to remediate a deficiency in the performance 

of a recruit. Normally this will be done "on the spot" and no further action should 

be necessary on the FTO's part. There will be cases where on the spot 

remediation will not be sufficient to overcome the deficiency. A period of time, 
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normally up to four weeks, should be allotted for "intensive remediation". If a 

decision is made to place a recruit in intensive remediation, he or she would be 

effectively puUed out of the FTO program and ideally assigned to a different FTO 

who will deliver the training. This is done to insure that objectivity is maintained. 

During the intensive remediation phase there is no evaluation and training i.s 

delivered only in the area being remediated. Should the recruit fail to complete 

the remediation phase termination should be considered (Adams 9). 

Successful Completionff ermination 

NormaUy when a recruit successfully completes the FTO program he or 

she is assigned to best meet the needs of the agency. Should the recruit fail to 

satisfactorily complete the field training program, termination should be 

considered. While there are various methods to facilitate termination from agency 

to agency, the process should be systematic and ensure that the recruit is afforded 

due process. The recruit should be informed of the decision and reason(s) for 

termination and be shown the supporting documentation. There should be 

provisions in the termination process that allow a recruit to state his or her case 

before a higher administrative official or review board. An agency considering 

implementation of a Field Training Program should contact their legal office for 

guidance in this area to minimize the potential for liabi lity (Adams 11 ). 
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Documentation 

Documentation is the method used to prove that formal, structured and 

standardized training was delivered to a recruit in the event of a challenge to a 

termination decision in an EEO suit or other type of litigation. The absence of 

supporting documentation will usually result in a decision favorable to the 

terminated recruit. All documentation should be kept confidential. Training, 

evaluation and program maintenance measures should be documented on a variety 

of forms. They include daily observation reports, weekly evaluation reports, end 

of phase evaluation reports, remedial training reports, narrative supplements, 

recruit critique of FTO(s), and the "rookie book" (Adams 11 ). 

The purpose of this research is to develop a good field training manual 

(both for the FTO and Probationary Officer "recipe book") that can serve as a map 

for police agencies who are implementing a new program or revising their current 

program. The descriptive method of research will be utilized to illustrate, through 

case studies and a collection of statistics, the importance of developing a soli.d 

field training manual. This manual wiU, among others, address Equal 

Employment Opportunity Commission (EEOC) guidelines, officer safety issues, 

civil Liabi lity, Field Training Officer (FTO) selection and retention. From a 

human resource management point-of-view a good field training manual provides 

for an evaluation process that has received the approval of the courts and is 

consistent with EEOC guidelines. 
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LITERATURE REVIEW 

While the focus of this research is not on civil liability and litigation, no 

review of training would be complete without a brief examination of the law and 

significant cases impacting the area of field training. As previously stated, the 

San Jose Model had its beginning as the result of civi l litigation. 

While legal avenues existed and still do exist under state law to bring an 

action against a police officer for a personal wrong, most civil rights litigation 

filed against police officers has been at the federal level. Prior to the 1960's, civil 

litigation against police officers was rare, and civil litigation at the federal level 

against municipal officers was even rarer. There were two reasons for this. First, 

Title 42 United States Code, Section 1983 was and still is the vehicle used to 

bring civil actions against state officers in the federal courts for alleged 

constitutional deprivations. Title 42 United States Code, Section 1983 states in 

part: 

Every person who, under color of any statute, ordinance, regulation, 
custom, or usage of any State or Territory, subjects, or causes to be 
subjected, any citizen of the United States or any other person within 
the jurisdiction thereof to the deprivation of any rights, privileges, or 
immunities secured by the Constitution and laws, shall be held liable 
to the party injured in an action at Jaw, suit in equity, or other proper 
proceeding for redress. 

13 
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The interpretation of 42 United States Code, Section 183 by the United 

States Supreme Court prior to 1978, did not allow for a suit to be brought against 

locaJ units of government, including a municipality, since they enjoyed absolute 

immunity as local units of government and were not included in the definition of a 

"person" in the statute (Monroe vs. Pape) .. Secondly, in that only the officer could 

be held liable since the municipality enjoyed absolute immunity, " .... , it was also 

clear that a plaintiff usually would not be able to obtain sizable damages simply 

because criminal justice practitioners do not earn a great deal of money" 

(Barrineau 12). In other words, police officers generally did not have the amount 

of money that would motivate a plaintiff and their attorney to bring about a cause 

of action against an officer for any constitutional deprivation. This was to change. 

Sixteen years after Monroe vs. Pape the United States Supreme Court 

reversed itself and held in Monell vs. Department of Social Services, 436 U.S. 

658 (1978) that a local unit of government, including a municipality, could be 

held Liable for any deprivations of rights, privileges or immunities secured by the 

Constitution and laws when the deprivation was the result of an official policy or 

custom of the local unit of government. The Monell decision, along with the 

passage of the Civil Rights Attorney's Fees Awards Act of 1976, Title 42 United 

States Code, Section 1988, which allows attorneys to recover "reasonable'' 

attorney's fees when litigating civil rights actions, provided the motive for 

plaintiffs to reach into the "deep pockets" of the local units of government by 
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bringing suit against local governments and the offending employee by alleging a 

theory of negligence or failure of some type on the part of the local unit of 

government (Barrineau 14). 

Arguably the two most significant court cases addressing the issue of 

training in law enforcement are Popow vs. City of Margate (476, F. Supp. 1237. 

1979) and Harris vs. City of Canton (I 09 S. Ct. 1 I 97, 1989). 

In Popow, the plaintiff filed a lawsuit in Federal court against the City of 

Margate under Section 1983 seeking damages for the fatal shooting of her 

husband by a City of Margate police officer. The husband, an innocent 

bystander, was struck by a police officer's bullet fired late at night at a fleeing 

kidnapping suspect. Among the allegations made by the plaintiff was the 

assertion that the City of Margate was negligent in failing to train, supervise and 

discipline members of the police force. 

In denying a motion for summary judgement by the defendant officer and 

the city, the court noted that the City of Margate's police training and supervision 

were grossly inadequate on the grounds that the officer's fueanns training (at the 

academy) took place ten years earlier. The only continuing training was shooting 

instruction approximately every six months. The training did not address the 

dilemma of shooting in populated residential areas. There was no dim-Light, 

moving-target or shoot/do-not-shoot firearms training. There was inadequate 

training regarding the City's policy and procedures in reference to fuearms use. 

There was inadequate supervision and discipline of police officers for misuse of 
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force. 

l n finding for the plaintiff, the court held that even though the law 

enforcement officers involved received the minjmurn training required under state 

law, addjtional training was necessary under the circumstances (Barrineau 60). 

In Harris vs. City of Canton, Mrs. Geraldine Harris was stopped for 

speeding while taking her daughter to school. During the stop she became 

uncontrollably upset and uncooperative. She was arrested and transported to the 

police department. At the station she was incoherent and fe ll twice before being 

allowed to stay on the floor to prevent falling again. No medjcal attention was 

offered or given. Approximately one hour later she was released and taken to a 

hospital by ambulance at the request of her family. Harris was suffering from 

stress reaction, anxiety and depression. She spent one week in the hospital and a 

year in outpatient status. Subsequently, she filed a three million dollar suit 

charging constitutional and civil rights violations, assault and battery, false arrest 

and claiming she had failed to receive proper and necessary medical attention 

while in custody of the police. 

In holding for Harris, the United States Supreme Court stated that 

inadequate pol ice training could serve as the basis for a Section 1983 suit when 

the inadequacy resulted from a "deliberate" or "conscious" choice by the 

municipality which resulted in the constitutional deprivation (Barrineau 60). 

Other significant cases that law enforcement managers should consider in 
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the context of training and field training include Beverly vs. Morris (470 F. 2d 

1359, 1972) where the court held that a municipality may be negligent for failure 

to train "reserve" law enforcement officers adequately. Patzner vs. Burkett (779 

F. 2d 1363, 1985) found that the Liability of reserve law enforcement officers and 

regularly employed law enforcement officers is the same. Owens vs. Haas (601 F. 

2d. 1242, 1979) upheld that the records pertaining to the training of pol ice 

personnel are discoverable by the plaintiff in a cause of action for failure to 

adequately train police personnel. 

The message to the law enforcement community, and law enforcement 

managers in particular, is clear. The courts expect that law enforcement officers 

will be adequately trained prior to assuming their duties and that post-academy 

and continuous in-service training will be delivered. In the event of litigation, 

documentation of the training delivered is discoverable and; therefore, should be 

maintained. Failure to train and to document that training could result in a lawsuit 

with millions of dollars being awarded to the plaintiff. The field training program 

is designed to address the issues of post-academy training (Barrineau 61 ). 

Law enforcement has a long and storied history. There are many things in 

that history lo make members of the profession proud. However, like all other 

histories there are some things that do not!. instill a sense of pride. One of tJ1ose 

issues is law enforcement's slow pace in implementing needed changes, even in 

the face of overwhelming evidence and credible recommendations. 
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Prior to the San Jose Model, several different approaches bad been used to 

orient academy graduates hitting tbe streets. Tbose methods included doing 

nothing at all in terms of post-academy training for recruit officers. Once the 

recruit completed the academy he was "let loose on his own" to learn the job. 

One can readily see the problems inherent with this approach. 

A second method was to assign the recent graduate to a senior officer for a 

"breaking in" period. The senior officer may have been a "good cop" and was 

usually chosen for the task for just that reason. One m~jor pitfaU of this approach 

is that it does not necessarily follow that because a person is a good police officer 

be or she is also a good teacher. The system usually became nothing more than 

personal compatibility. lf the senior officer liked the recruit he would probably 

make it, if not, then the recruit probably would not. Other deficiencies in this 

approach are that the training delivered was at the discretion of the senior officer, 

and any performance evaluation was subjective and usually based on the senior 

officer's opinion. 

The advantages of well developed and implemented Field Training Officer 

(FTO) programs are numerous. For example, they serve to compensate for recruit 

selection errors made in the applicant screening process, by allowing for the 

termination in employment of recruits who are unable to learn to successfully 

acquire critical pol ice skills. This is particularly important today in light of 

limitations which have been placed on applicant selection procedures (Eisenberg 

50). 
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FTO programs also allow for the application of knowledge and the 

development of skills which the classroom academy environment is largely 

unable to do. Academy training typically focuses on the acquisition of knowledge 

with little opportunity to learn to apply that knowledge in real police contexts 

(Eisenberg 50). Given the proper selection and trainfog of FTOs, FTO programs 

provide one or more "models" for new recruit personnel to learn to emulate or 

imitate, thus advancing the department's concept of competent and compassionate 

police work. FTO programs, if orchestrated properly, produce productive new 

police personnel in a period of time far shorter than what historically was 

necessary. They also accomplish this objective in a manner consistent with 

current state-of-the-art professional training practices and legal mandates. FTO 

programs provide a system of job-related criteria necessary for tbe validation of 

selection or screening standards and requirements (50). For these and other 

reasons, fTO programs have quite properly experienced growth and application in 

the law enforcement profession. It is expected that this lype of police recruit 

training will continue lo flourish in the future. 

Terry Eisenberg's personal experience as a participant in and product of a 

nationally known and imitated FTO program, and the collective experience which 

has been acquired in such programs suggest certain cautions which must be 

attended to when developing and implementing FTO programs. The recognition 

and resolution of these potential hazards are vital prerequisites for the 

orchestration of a high quality and mature FTO program (50). 
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The potential hazards are discussed below. 

Overemphasis On Technical Skills 

It is not unusual for a FTO program to become occupied with, those 

technical skills inherent in police work, in contrast to what may be referred to as 

the "soft" or interpersonal ski lls. Technical skil ls refer, for example, to such 

activities as use of the map, use of the police radio and l 0-code, and knowledge of 

the vehicle code. Quite clearly, the acquisition of skill in these areas is critical; 

but when emphasized to the extent of shortcutting or dismissing the "softer" skills, 

an important error may be made. "Softer" skill areas include: attitude toward 

police work, self-initiated activity, and relationship with citizens, minorities, and 

other police personnel. The overemphasis on technical ski lls may be due to the 

seemingly greater ease with which these ski lls are taught in contrast to the "softer" 

skill areas. Sl10uld this be the case, it is not surprising then, that the more 

rewarding aspects of recruit training to the FTO would be in the technical skill 

areas where improvement is more easily achieved and clearly revealed (Eisenberg 

51 ). 

More Evaluation Than Training 

The field training officer in a FTO program must perform the dual role of 

training and evaluation. That is, he or she must train the recruit in previously 

established skill areas and then evaluate the recruit's ability to display those skills. 



Bush 21 

Evaluation in such a context is an easier role to fulfill than training, especially 

when the recruit is not quickly responding to the training being provided. Under 

such circumstances, when more creative training and/or patience is required, there 

may be a tendency for the FTO to become more evaluation oriented: to build a 

case, so to speak, against the value of continued training for the recruit. Some 

FTOs may take a "sink or swim" attitude in regards to recruit training. Such a 

philosophy contradicts the very essence of FTO programs (Eisenberg 51 ). 

"Typin~" Of Recruits 

Although there is some benefit to be derived by referring selection or 

screening and academy performance evaluation information to FTOs upon entry 

of a recruit into the program, should this information be negative, there may be a 

tendency to pre-judge the recruit, resulting in a compromised field training effort. 

Although less likely to occur, it is also possible for a recruit to carry with him into 

the FTO program a positive "jacket." In e ither case, self-fulfilling prophecies may 

strongly influence the character of training provided and the individual recruit's 

response to it. It is, therefore, necessary to disallow preliminary and often 

undocumented negative information from influencing the levels of energy and 

conscientiousness devoted to the training of recruits by FTOs, especially those 

recruits who enter the FTO program with a negative "jacket." 

Related to this potential hazard is the transferring of negative infom1ation 
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from one FTO to another in those FTO pro&rrams where more than one FTO is 

assigned to and trains each recruit. The purpose of having recruits trained by 

more than one FTO is twofold: 

1. To allow the recruit the benefit of learning the 
police role from more than one "model"; and 

2. To avoid the unfair consequences of personality 
conflicts which may arise between a recruit and 
and an FTO. 

Although it is important for one FTO to transfer to the next FTO a recruit's 

strengths and weaknesses, this information should be used by the new FTO to 

resolve and correct deficiencies, not to further docwnent these weaknesses for an 

eventual termination recommendation (Eisenberg 51). 

Too Short And/Or Too Demanding 

Whatever the reasons may be, there is often a tendency for FTOs and 

FTO program administrators to expect too much too fast from recruits in terms of 

performance. Perhaps many FTOs have long forgotten their early attempts at 

learning the police role. Perhaps they view the more extensive classroom training 

of today as having such high quality as to justify their high expectations for the 

rapid assimilation of the field training they provide. Regardless of the reasons, 

expectations regarding the performance of new recruits, no matter the duration of 

the classroom academy, must be tempered with a respect for the complexity of 

police work today. A three-month FTO program, which is typical of the duration 
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of such recruit field training programs, is not all that long. Additionally, certain 

critical skills are particularly difficult to acquire in a relatively short period of 

time, e.g., self-initiated activity (Eisenberg 51 ). 

Too Youn2 And/Or lneXJ>erienced FTOs 

FTO programs which are not well developed and administered are more 

likely to attract energetic and young, but inexperienced, personnel. Clearly, one 

of the key elements in a successful FTO program is the quality of the FTOs: their 

selection, their training, and their supervision. The ingredients necessary for a 

good FTO are numerous; skill and knowledge, motivation, patience, maturity, and 

a desire to train new recruits are but a few of these prerequisites. Unless they 

have had prior police and/or other maturity developing experiences, personnel 

selected to perform as FTOs with only a couple of years of field exposure may be 

inappropriate and counterproductive. Well-qualified personnel for FTO 

assignments should possess a strong administrative commitment to the program 

(Eisenberg 5 l ). 

Disliked vs. Incompetent Recruits 

One final potential hazard in FTO programs is a rare but nevertheless real 

occasion where a recruit is recommended for temlination more out of dislike than 

lack of competence. Just as motorists or o ther people may fail "the personality 

test" so may some police recruits. If these personality factors are job related, then 

such a recommendation is easily supported. However, if they are 
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not, it is incumbent upon FTO program personnel to insure tbat all recruits get a 

fair shake, are afforded the training opportunities that each deserves and are 

evaluated accordingly (Eisenberg 51 ). 

The six potential hazards can develop in any FTO program, no matter how 

well developed and administered. Each can detract from the basic soundness of 

such programs. Awareness and attention to these "pitfalls" can only enhance the 

quality of FTO programs and contribute to the avoidance of the consequences of 

negligent training and retention. 

It is important to recognize that the potential hazards "may differentially 

impact women and minorities; that is, the consequences may be more severe for 

these classes of recruits than for white males" (Eisenberg 51 ). It should be noted 

that regardless of the quality of the FTO program, good supervision ofrecruits 

will still be necessary after they bave c01npleted their field training. 

The ensuing years have been good to law enforcement. In most instances, 

hiring practices have changed and mandated training requirements for police 

officers have been developed. However, mandated standards for training are as 

numerous as there are municipal , county, state and federal law enforcement 

agencies. With this lack of standards for law enforcement training, in the sense of 

content, time, and philosophy, the training is often haphazard, without focus and 

poorly taught. 

Often times, much of the literature confused education with training. 

While many of the principles of education can also be applied to training, 
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the two are sometimes separate and distinct processes. 

''To educate is a stage or process that gains knowledge, develops one 

mentally or morally by instruction. Training, on the other hand, is to teach, so as 

to make fit, qualified or proficient in a discipline. However, for the sake of 

argument, they are distinctively different" (Ness 15). While a person may receive 

an education at the college level in law enforcement, they usualJy are not trained 

to be a law enforcement officer. Law enforcement training is a process that 

provides specific skills to individuals within the occupation. Law enforcement 

training is a procedure that provides specific tasks, and related skills lo be applied 

to the occupation. 

Training research would be incomplete without addressing adult learning 

concepts. Choosing the best concept may determine success or failure in a field 

training program. Cooperative learning is an old idea that has been the major 

contributor to the survival of our species. It is the most effective approach to 

teaching a commonly shared subject. Cooperative learning results i11 higher 

achievement, more positive relations among students, and healthier psychological 

adjustment than competitive learning, which forces students to work against each 

other to achieve their goal. Competitive learning is centered on winners and 

losers; one's failure makes it easier for others to win (Amirie 44). I □ the law 

enforcement field, where teamwork and team spirit are essential, competitive 

learning and "me" concepts are counterproductive. 

Cooperative learning, on the other hand, is centered on the instructional 



Bush 26 

use of small groups aimed at participants working together to maximize their own 

learning as well as the group in order to achieve shared goals (Amirie 45). The 

probationary officer and the field training officer have the shared goaJ of tbe 

probationary officer becoming a positive, productive member of a particular 

department. The probationary officer does not achieve that goal without the 

knowJedge and instruction of the field training officer. The field training officer 

cannot relay the necessary information to a probationary officer if that officer is 

unwilling to learn or become part of a team as opposed to being an individual. 

Adults learn new knowledge, understanding, skills or values more effectively 

when they are presented in the context of application to real life situations. "The 

most potent tools for raising the level of awareness of the need to know are real or 

simulated experiences in which learners dliscover for themselves the reason why 

they need to learn" (46). This is the basis for a field training program as 

probationary officers receive actual experience, in a dynamic atmosphere, while in 

the presence of a veteran officer who provides training and the awareness of the 

need to know the material. This is opposed to the static classroom setting of the 

police academy. ''ln this process, facil itator (FTO), is no longer a person of 

authority speaking from a platform, but rather the guide functioning in a non­

authoritarian and informal learning environment" (46). The field training officer 

must provide a friendly and relaxed climate in which learners feel respected, 

trusted and unthreatened. The fie ld training officer must regard probationary 

officers as equal and engage them in a process of mutual exploration. 
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The blending of classroom learning and street experience (intermittent 

training) js not a new idea, and is even considered by some authorities to be a 

superior method of training officers. Although some simulated skills practice is 

possible in the classroom such as mock trials, frrearms, mock crime scenes, 

etcetera a majority of classroom training is, of necessity, academic as opposed to 

practical,, hands-on learning. An intermittent training schedule provides for a 

period of academy classroom training followed by the return of the students to 

their departments for street experience with a trained FTO, after whlch they return 

to the classroom. 

From the perspective of adult education, this type of intermittent 

classroom and field training would appear to be superior to any other skills 

training method. The field experience gives recruits back in the classroom the 

opportunity to analyze and discuss the eye-opening realities of the street. It also 

injects an aspect ofrealism into the lessons they are taught in class (Molden 21). 

Interaction between field trainers and classroom trainers insures an honest 

and open relationship between what is being taught in the classroom and what is 

being done on the street. The FTO can tell the recruit, "Forget what they told you 

in the academy; I'm going to tell you what it's really like." At the same time, the 

classroom instructor must respond to, explain and analyze the experiences the 

recruit had on the street and relate it, in a meaningful way, to academic lessons 

(Molden 21 ). 

Although the idea of intermittent training is still practiced in the areas of 
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San Diego and San Francisco, Califonua, this type of training program has been 

terminated around the country, primari ly due to fiscal constraints. With this type 

of program taking nearly a year to complete in addition to three months of fie ld 

training, many departments found that much training was just too expensive. 

In Greek legend, Mentor was a loyal friend and wise advisor to Odysseus. 

In modern limes, "mentor" has come to mean any wise advisor, especially an 

older, more experienced one. Although mentoring is an ancient practice, the 

concept has received a great deal of attention from two different circles. In 

developmental psychology, researchers who have studied the process of adult 

development have found that mentors faci litate the psychological growth of 

young adults. In business management, researchers and practitioners have noted 

that beginning managers need mentors to succeed in the business world and in life 

(Fagan 8). 

Mentoring is also important in law enforcement. Although police recruits 

train extensively for their occupation, training is not complete until they work the 

streets under the guidance of a seasoned veteran. Classroom preparation is not 

enough. On-the-job experience, guided by a wise mentor complements good 

training. 

In a typical FTO program, the graduating recruit leaves the academy to 

ride with a veteran FTO who volunteers to "break in" the rookies on a regular 

basis. The novice officer works with the FTO for a specified time period, usually 
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three to six months. The veteran teaches and evaluates his understudy on points 

of law, driving skill, departmental procedures, etcetera. At the completion of field 

experience, the FTO recommends termination from the department, another FTO 

experience, or advancement to independent officer status. 

Veteran officers should never be ordered to take part in a departmental 

FTO program as training officers, because these FTO's may not have the ability, 

or desire, to effectively train the rookie ofiicer. On the other hand, officers that 

volunteer should be carefully scrutinized as to their motives and qualifications, or 

the possibility of "cloning" marginal or problem officers may develop. Field 

training officers are in a position of power and influence which can have a 

dramatic effect upon the recruit and the department's mission. "Field training 

officers are in the middle of a very important communications network which 

includes recruits, supervisors, administrators and the public" (Nowicki 34). 

Field training officers have the responsibility of doing whatever they can 

to enhance the learning process of their recruit, and a positive attitude can be a big 

factor in learning. "An FTO who is both dynamic and enthusiastic can instill in 

the recruit a desire to learn" (Nowicki, 34). Field training officers shouJd also 

display pride in their work while setting c lear examples for the recruit. "A good 

field training officer is an outgoing initiator of relationships, even-tempered, 

stable, dependable, patient, good natured and experienced (in life as well as on the 

job)" (35). 

Rookie police officers also share the responsibility for their own 
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development. They must be willing to learn and be prepared to do more listening 

than talking. Proper attitude will have a great effect upon the rookie's ability to 

learn from the FTO. 

Police academy training teaches rookie police officers how to apply their 

recently acquired skills and knowledge, but it is the first year or two on the streets 

that will actually teach these officers when to apply them. "The rookie officer 

must be receptive to I.earning from the experienced FTO, and realize that time 

itself is a lso an important teacher. In other words, there i.s no shortcut to 

experience" (Nowicki 35). Rookie expectations may be somewhat inflated if the 

rookie officer actually believes that police work is all gun fights and high speed 

pursuits as portrayed on television. The majority of "real" police work involves 

service and assistance to the community and when compared to TV-cop standards, 

it is not very glamorous. 

Realistic and competency-based academy training greatly enhances the 

recruit officer's abiJity to learn on the job from a fie ld training officer. A well 

designed and properly implemented FTO program has many advantages for the 

pol ice agency as a well as for the rookie officer. "A good FTO program produces 

a productive police officer in a shorter period oftime than what was historically 

necessary. Without a solid FTO program, it takes about four years to have a fully 

functioning police officer. With a good FTO program, you can have the same 

police officer ready to fully serve the community in about one and one-balfto two 

years" (Nowicki 32). 
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An FTO program must have set guidelines for a performance appraisal 

system if it is to be effective and meet various court challenges. Performance 

ratings need to be job related and the tasks should be developed through task 

analysis if the appraisal system is to have any real-world value. Raters must also 

be able to observe the performance they are to rate, and objectives should be 

collected and scored under standardized circumstances. Ratings should not be 

based on a rater's evaluation of vague, subjective factors but on concrete, 

observable actions. Raters must be careful to ensure that ratings are not biased by 

prejudice in regards to sex, race, age or religion (Nowicki 33). 

"It is extremely important that a law enforcement agency develop their 

FTO program within court acceptable standards in order to withstand any 

potential challenges. Evaluation procedures must be objectively based with an 

emphasis on identifiable behavior by the recruit, rather than focusing on an FTO's 

opinion based on the recruit's attitude" (Nowicki 33). 

Some oftbe hazards of developing and implementing an FTO program 

result primari ly from inadequate program management and opposing goals or 

objectives (patrol versus administration). A common mistake is in a program that 

is either too short or too demanding, with an overemphasis on technical training. 

1 mproper FTO selection (too young, inexperienced, aggressive, etcetera) can 

result in "typing" or "labeling" the recruit in order to fit a certain mold. When this 

happens, stressing the evaluation more than the training will make it difficult to 

separate the disliked recruit from the incompetent recruit (Nowicki 33-34). 
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The field training officer is the key person for taking an academy graduate 

from his paper-and-pencil world to an environment where he must calJ upon all 

his past knowledge to solve today's problems. This one-to-one vocational training 

is the key to an inrnvidual recruit's needs. The key word in field training is 

consistency. 

Each recruit must be evaluated by the same standards and receive the same 

quality of training. If a program lacks thi s consistency then: 

The good recruits may not receive the quantity and 
quality of information they need to successfully make 
the transition. 

The unacceptable recruit may be evaluated by the FTO's 
personal standards and not the department's standards 
therefore, substandard recruits my reach permanent status. 

A lack of consistency opens the gate for litigation when 
either terminated recruits sue to regain their jobs or when 
a retained substandard officer fails to perform at or above 
acceptable standards (Bennett I). 

The FTO staff must continuously remember and remind others that: 

The FTO program is part of the selection process. 

The investment of time and money is designed to ensure 
that only quality officers receive permanent status. 

That investing more time and money into an unacceptable 
recruit wi ll only cause more problems in the future. 

That accepting substandard officers today may cause large 
settlements in the future for his vicarious acts (Bennett 2). 

Termination is a phase that all FTO staff personnel need to remember. 

When it is determined that the recruit does not have the ability to pass the 
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8. This manual defines the training necessary to be considered as a Field 
Training Officer. 

2 3 4 5 

9. This manual is thorough in training officer safety issues. 

l 2 3 4 5 

10. This manual allows the recruit sufficient training on all shift assignments. 

2 3 4 5 

11. This manual defines the terms for successful completion by the recruit. 

2 3 4 5 

12. This manual allows for appropriate Field Training Officer critiques. 

2 3 4 5 

13. This manual defines the responsibilities of the Field Training Officer. 

1 2 3 4 5 

14. This manual is thorough in training the recruit to answer all types of calls 
for service. 

1 2 3 4 5 

15. This manual is thorough in developing a recruit who can work independently. 

1 2 3 4 5 

16. This manual promotes impartial evaluation of every recruit. 

2 3 4 5 
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17. This manual increases the recruit's knowledge of departmental policies and 
procedures. 

1 2 3 4 5 

18. This manual identifies the appropriate FTO/recruit relationsh.ip(s). 

2 3 4 5 

19. This manual identifies the proper steps to be taken to terminate a recruit. 

2 3 4 5 

20. This manual defines acceptable recruit job performance. 

2 3 4 5 

ADDITIONAL COMMENTS: 
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