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‘THE PROBLEM

The President's Commission on Lew Enforoement end Adminietration

. of Justice studies enable it to identify a number of general prevalent

deficiencies in polioe organization, management, and operations, In

the field of management, they had thie to eay:

"Many departments lack qualiried }eederehip, PolioevChiefe and
V?ersonnel in the Middle Manegenent ranke should be required to

have sufrioient eduoation and training to enable them to administer
the oomplex affairs of a polioe torce, and ehould receive salaries

sufficient to attreot and reteinAtop edminietratore." 1y

The problem facing the toé_citylnominietratore et,thie time is L
that professional poiice adminietretorelare?not available through‘the
educational and experienoe prooeeeee,}nor,ie it iikely that they will
be available in any quantity in the next ¢eoede;"Beoauee of thie,-there
seems to be very little hote for anyiinmediete revieionlin the present

" methods used to select Polioe Chiefs from the'm;ddle nenagement ranks,

However, the top City Adminietretore ooﬁld'improve their dilemma con=
eiderably by eubeoribing to a training ‘program of executive: development

for those pereone who are immedietely available for exeeutive positions,

1/ Taek Force Report, "The Polioe" Pp 44 The President's commiseion
on lLaw Entorcement and Adminietration of Juetioe.‘
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THE PROGRAM

A. Objectives of theiprogram _

This program is specially designed to meet the executive develop-

'ment needs of persons at the middle management level. -Upon the competence

and continuing growth of these key personnel depends in a. 1arge-measure

tion...

1.

2.

3

s,

»the attainment of the goals set. by the chief executives of the organiza-

.The. program has the folloWing specific objectives- -

Stimulate the participants to examine obaectively their Job

}performance as managers' o

Provide knowledge of sonnd nanagement principles and practices

throngh lectures, discussions,7and seninare directed toyard

‘the responsibilities of‘tneuparticipants;

Increase the participants];interestVand informationAabout

current and basic managementlliterature and trends in management

thinking and practices;fi

\

Provide environment for free and unhibited interchange of
participants' viewpoints and experiences for the solution of

human relations and in other-managenent‘problems.

bhallenge thevpreeent tninking of the participants about the

responsibilities"o?“aneexecutiye at their level; encourage




them to take a continuing interest in the specific ways in
which they can broaden and improve their self-development plans
~ and assist top management in attaining the goals set for the

~organization.
B. ~Student Selection

In. order to have an equitable distribution of students from all
the responding departments, quotas were determined by first giving
fconsideration to top executive p081tions and second consideration to |
officers in the command positions or middle management 1eve1. -Selection
of applicants in the middle management level was determined upon the
applicant's responsibilities in the line of command rather than from
‘title or rank designation. In other ﬁords, a licutenant in a small
department serving directly under the Chief of Police was given the same
‘consideration for attendance as a Deputy Chief of a larger department.
Although the representation from theAlarger departments were_considerably
greater than from the smaller or medium size departments, the_quotas
allowed truly represented the middle managementbpersonnel oi alltthe A

involved departments.
A total of 120 were selected from'iso applicants.
C. Program Schedule"

The Institute.embraces two formal sessions, each of one week,

separated by a period of approximately one month back on the Job. The




_ month interval has been planned as’'an integral part of the program to
'prov1de ‘an opportunity for each particlpant ‘to analyze his own on-the-job
management methods and to complete reading and other assignments in

preparation for -the second"week's>sess1on.'

' Apart from the major educational benefit of relating the'nrogram d
closely to each part101pants managerial responsibilities on the job,
the period between the two formal sessions has a further advantage in
that executives can be released from duty for one weeklmore conveniently

“‘than for a period‘of two consecutive weeks.

The program consisted of six two week sessions with 20 students

~attending each session.
De Methodology

To accomplish tne,desired objectires of an executive development

' program at the middle_management level, we considered it essential that
the sessions be conducted on a fullstime basis and away from the -
vicinity of home and office. The Blue_Ridge Club, near Harper's Ferry,
West Virginia, was selected as the site to_hold the sessions because it
met the two essential ingredients and was centrally located in the area
from which thevbarticinants were invited, Here at the club the
participants lived tOgether as a group without any outside distractions
which permitted them to concentrate upon the case discussions, assigned

readings, group seminars and lectures.,




The Executive Development program is based on the premiée that
knowledge of haﬁagemgnt brinciplesral§ne doeé nof result in improved
executive performance. Most managers are already acquainted with these
pfinciples, but fﬁeir growth as executives requifes somefhing mbre.

An effective training p:qgram;for thg development of middle management
executives, thereforé, must stimulate each participantvto re;examine

his customary ways of thinking and making decisions; td defend his own

views vigorously and to challengé the ideas of other participants about

?eal-life mangeriél'situations presentéd ih*case discussion and group
seminars; toAliéten with an open mind fo other proposed solutions; and
to accept and apply approved hethods and solutions Qhen convincéd}of
their soundness. One.of the most important factors in an éxecutive
development progfam is éhe.effeét of the members of groﬁp upon one

another's thinking in the give-and-take and the frank, sometimes even

heated discussions that develop in considering whether a particular

situation was handled or managed properly.

In this setting, principles of management, presented in the lectures
and discussions by recognized leaders in their specializea fields, be-
comes meaningful.to participants and can later be applied by them with-
increasing skill when tackling the problems awaiting them back on ther

jObo
E. Curriculum

1. Curriculum Development



. - The curriculum was adapted from an on-going Executive
Development Curriguium which had ﬁgen designéd_by_Prqfessors Gfady
and Hattéry for the United States Treasury Départment under contract

- with The American Univérsityg Washi#gton, De Co

- Professor érady.obsefved éher;.A.C;Pg ﬁiecﬁtive Training

Program conducted éﬁ'thé Georéia Institutebof.TechnOIng_and{consultedl

| with the faculty a§ Harvard Universit} who had conducted suchvé course

‘ fpr thé;&?iéféxéﬁyPOli;;, bn the bésis of this experience and |
éonsultation; and the experiencevof two programs.cqnducted.for thé
Metropolitan'Poiice Department;iwashiﬁgtgn. De Ceoy the curriculﬁm_was
refined. Thrbughoﬁthfhe ﬁfbgram, minor adjusfﬁents-were made from

time to time in the Seleétién of cases.énd the méthbd'of_freating_them.
Nevertheleésg aue to the maturation of.thebbasic’program in prior
offerings, no majof:curriculumrchangesrweré necessafy during the‘current

project.
2. Principle Topics Covered

.The management principles and methods covered in lectures

~and discussions dufing the program consisted of:

- The Executive Tésk

. Dbe Y.Planning'-'LOng and . Short Range

c. Interpersonal Relationships in Executive Performance

d.. Improving Productivity Through Systems Analysis

e.  Qipamics‘of Functions and Organizations

f. Achieving Effécti#e’dontrol '

.g. Appraising and Improving Repofts'and\Letters‘v




h. Automation and Technological Change.

i. Evaluating and Development of Staff. -

Je Communlcation: Key”to Management.

 Program Evaluation

1. Scope

The task addressed here is to measere the results of the
Police Executive Development Program for command and hlgh-level
admlnistratlve personnel in the Metropolitan washlngton and Baltimore
: Reglon, Spring, Fall, and»Winter, 1967, under auspices of the Alexandria,
' Virginia Police Department in-coopefation with The American Universitj, |

Washington, D. C.
2. Methodology

The key idea Qf this evaluation deeign is to measure attitudinal

. chapges in cless members., ﬁesponses wefevelicited in both structured

(set qpestions) and unetructured (open-ended questions) form, In |

border to ascertainbthe degree of realization of the ebjec;ives of the
training seminér, respondents were asked to exﬁress qualitaeive judgements
ih respect to their appraieal of the érogram's strengths and weaknesses,

success or failure.
T 2 :

A o ‘In‘depth interviews with some 20 pefcent of rendomly‘selected
particibants and all available faculty members were heavily relied upon

to define more clearly the.degree of attaihment of the objectives.
S P ’ : .




3. Evaluator's Conclusion

"In summary this evaluator feels confident that a superior
program has been carried out at Harper's Ferry, West Virginia, with
each seminar class involved. The directbrs and faculty are to be

commended for the excellence of their management of the seminars on

- management."

"I would add that, from my personal observation, probably the
‘most significant by-product'6f>the Executive Development Training Course
was the opportunit&‘the program provided for our officials to develop

?eréonal interchanges among themSelves."

STUDENTS ORGANIZE "WAMAVA" ALUMNI

As a result of the culmination of many students from the various
:po;ice departments in the Metropolitan Washihgtoﬁ and fhexBaltimore
Region for a common pursuit, and their desire té pgrpétuate'their
associétion, and periodically review énd diécuss eiecufive prbblems‘
of common interest, led to the fo:mgtion of "WAMAVAY (Washingfon,"

Maryland, Virginia) Chépter of Executive Dévelopment Associates.






