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About the Bureau of Justice Assistance 

The Bureau of Justice Assistance (BJA) supports law enforcement, courts, corrections, 
treatment, victim services, technology, and prevention initiatives that strengthen the 
nation’s criminal justice system. BJA provides leadership, services, and funding to 
America’s communities by emphasizing local control; building relationships in the field; 
providing training and technical assistance in support of efforts to prevent crime, drug 
abuse, and violence at the national, state, and local levels; developing collaborations 
and partnerships; promoting capacity building through planning; streamlining the 
administration of grants; increasing training and technical assistance; creating 
accountability of projects; encouraging innovation; and ultimately communicating the 
value of justice efforts to decision makers at every level. 

To learn more about BJA, visit www.ojp.usdoj.gov/BJA 
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CHAPTER 1 
INTRODUCTION 

In a democratic society, two values are fundamental: the rule of law and the protection 
of its communities. In the United States, law enforcement officers have the unique 
responsibility to not only safeguard these values, but to protect the rights of our 
citizens. Providing law enforcement personnel with the on‐going knowledge, skills, and 
abilities necessary to successfully balance these at‐times competing interests is a serious 
responsibility that lies at the core of the training and development of law enforcement 
professionals. It is during such preparation and continuing education that the character, 
values, and decision‐making ethics consistent with those of a democratic society are 
developed and continuously reinforced. 

Developing law enforcement officer leadership skills is the essence of nurturing the 
highest quality law enforcement officer and, in turn, the most professional law 
enforcement agency. Funded by the U.S. Department of Justice, Bureau of Justice 
Assistance, the Law Enforcement Leadership Initiative (LELI) has been designed to 
increase the profession’s understanding of the foundations of leadership development 
needed for contemporary law enforcement both present and future leaders. 

Project History  

In 2003, the Assistant Attorney General (AAG) for the Office of Justice Programs (OJP), 
of the U.S. Department of Justice (DOJ) convened a group of law enforcement officials 
and researchers to address a range of issues. One of the issues brought forward was 
leadership. The concern centered on  the next generation of law enforcement leaders 
and what should be done to prepare these individuals for the future challenges of 
leading America’s law enforcement agencies.  Members of the group felt strongly that 
leadership in state and local law enforcement agencies has broad reaching impact on 
public safety, liability exposure for the government entity, economic growth or decline, 
protection of Constitutional rights; and that no other single position in state and local 
government is so influential in a free society.  The AAG charged the group with 
reviewing and evaluating current law enforcement policies and practices that agencies 
were undertaking for the development of future leaders to determine if basic standards 
were being met to prepare these men and women for their future leadership 
development. In addition, the AAG asked the group to look for or develop leadership 
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qualities and tools that can be used to strengthen law enforcement leadership 
nationwide. The group included the following representatives: 

• Kevin Beary, Sheriff, Orange County Sheriff’s Department, FL 
• Ella Bully‐Cummings, Chief of Police, Providence Police Department, RI 
• Harry Dolan, Chief of Police, Grand Rapids Police Department, MI 
• Steven Edwards, PhD, Bureau of Justice Assistance, Office of Justice Programs, 

U.S. Department of Justice 
• James Frye, PhD, Temple University, PA; and Director of NYPD Training  
• Pat Gallivan, Sheriff, Erie County Sheriff’s Department, PA 
• James Ginger, PhD, Sam Houston State University, TX 
• Nan Hegerty, Milwaukee Police Department, WI 
• Phil Keith, Chief of Police, Knoxville Police Department, TN 
• Gil Kerlikowske, Chief of Police, Seattle Police Department, WA 
• John Klofas, PhD, Rochester Institute of Technology, NY 
• Charles Ramsey, Chief of Police, District of Columbia 
• Charles Reynolds, Chief of Police (retired), Dover Police Department, NH 
• Darrel Stephens, Chief of Police, Charlotte‐Mecklenburg Police Department, NC 
• Robert Steward, Chief of Police, City of Oakland Police Department, CA 
• Robert Warshaw, Chief of Police (retired), Rochester Police Department, NY 

When the group started to identify and provide insight to existing resources and 
training methods for law enforcement leadership, they found that options were both 
limited and fragmented.  Group participants acknowledged the existence of “good 
management and leadership” programs1  in a variety of organizations, agencies, and 
universities, however many of these programs lack specific core competencies.  The 
questions of what to look for in selecting and developing leadership programs in 
American policing has remained unclear for law enforcement executives and hiring 
authorities.  Specificity of leadership competences remain absent in most programs as 
determined by the AAG group, leaving the fundamental question about “return on the 
investment” unanswered.  Although present in the private sector and military branches, 
clear absence of leadership development standards and core competencies impedes the 
development of leadership in law enforcement. The term “standards” was commonly 
                                                            
1 PERF conducted a survey and created an inventory of seventy leadership and management programs from through 
the United States; the programs included in the inventory also included descriptions of the curriculum, objectives of 
the training, cost and other related descriptive information when available. The inventory was reviewed by members 
of the Steering Committee to gain insight to depth of the program, requirements, cost and other related items to 
create a broad understanding of existing programs and their respective shortfalls and strengths. 
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referred to throughout the initial discussions of the AAG’s leadership group to mean 
that there is an absence of clearly articulated competencies recognized by the law 
enforcement field in general, including the professional organizations representing a 
variety of law enforcement individuals. 

The AAG’s working group identified that law enforcement leaders are faced with 
varying and sometimes competing needs in their community and individual work 
forces which result in less focus on strategic leadership development and more on the 
tactical science of management.   Future leaders need to be well versed in many areas, 
including but not limited to: use of force; consent decrees; community engagement; 
integrity; accountability; information sharing; data collection, critical thinking, 
succession planning and a myriad of other critical issues and responsibilities.2 

Law enforcement leaders are “facing unprecedented demands to respond effectively to 
escalating roles and responsibilities.” 3 Compounding this demand is maintaining the 
framework of Constitutional requirements in a free society. “Our first order of business 
was to develop core values and prescriptively require all of us to address properly the 
legal, civil and human rights of all Americans”4 Law enforcement leaders and future 
leaders need to have the ability to apply basic leadership knowledge, skills, and abilities 
in order to obtain the highest level of performance and accountability from their work 
force. “Leadership is not just the science of management, but the real life application of 
core competencies needed to create the future, and go forth in making a vision a reality 
through personal energy and efforts.”5 

Similar to other governmental functions, responsibility for promoting effective law 
enforcement leadership lies first and foremost with elected officials, city and county 
managers, governors.  These officials manage several priorities and oftentimes selection 
of law enforcement leadership can fall to the wayside, or worse, selection of leaders can 
be based on expedience, political advantage, and/or overshadowed by pressing needs 
unrelated to public safety. “Mayors and city managers set agendas and give policy and 
program direction to chief executives. Typically, most items on these agendas will 
conform to those on the chief’s own/preferred agenda. Others will conflict. Chiefs 

                                                            
2 Reference to future leaders is not intended to disregard the need for current leaders to possess similar skills; 
however the approach for current leaders will be tactically driven for short term results, whereas future leaders will 
be most strategic by design. 
3 To Lead, To Learn, To Leave a Legacy, Major Cities Chiefs Association, Federal Bureau of Investigations, National 
Executive Institute, June 2005 
4 “To Lead, To Learn, To Leave a Legacy”, Leroy D, Baca, Sheriff of the Los Angeles County Sheriff Department, 
Major Cities Chiefs Association, Federal Bureau of Investigations, National Executive Institute, June 2005  
5 Phil Keith, retired police chief from Knoxville, Tn. And Project Director during the Orientation meeting of the BJA 
Law Enforcement Leadership Initiative, October 2005 
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receive mixed signals from superiors. Often, when direction would be useful, it is not 
forthcoming”6  For leadership improvements to occur the AAG’s working group felt 
strongly, mayors and managers alike must not give mixed signals, but rather play an 
active role in the development of leaders and particularly the leadership development 
for the future.  

“How we position American law enforcement for the next evolution of policing will be 
critical to the effectiveness in protecting citizens, and will be the catalyst to improve the 
quality of life in our communities, driving down crime rates, improving the physical 
stature of communities and leveraging neighborhoods and government to partner with 
law enforcement leaders.”7  

Every community in America looks to law enforcement officers to provide public safety 
and maintain law and order.  Safe communities are more likely to be prosperous and 
vibrant communities and “law enforcement leadership directly correlates to the level of 
safety in communities”.8  Officers look to their leaders to provide guidance and to set 
the policies and procedures that will enable them to do their job successfully.  Overall 
community safety and wellness depend on it.  

LELI Project Design and Partners 

To achieve the goals of the BJA Law Enforcement Leadership Initiative (LELI), 
commitment from key membership organizations for the development, endorsement 
and application of law enforcement core competencies was critical.  The first effort of 
the project was to present and consult with various professional organizations the LELI 
project goals, and provide to the group invitations to participate and help further 
develop and refine the project’s goals as listed below: 

• Obtain support for developing law enforcement leadership Core 
Competencies  

• Develop materials for dissemination that describes the Core Competencies 

Starting in 2004, the leadership of BJA and FirstPic, Inc engaged a number of 
professional organizations on the LELI project, goals and desired outcomes; as well as 
seeking their support of the project. Beginning at the IACP Conference in Miami 2005, 
Deputy Director of BJA Jim Burch participated and led a panel discussion about 
                                                            
6 IACP, “Police Leadership in the 21st Century”, First Presidents Report and Recommendations, May, 1999. 
7 Chief William J. Bratton, Los Angeles Police Department Address to the George Washington University Roundtable, 
November, 2008 
8 Key Interviews of 47 current or recently retired law enforcement executives, police chiefs, sheriffs, and state 
superintendents, 2005 and 2007 BJA Law Enforcement Leadership Initiative, U.S. Department of Justice.  
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leadership competencies with recognized law enforcement leaders and Chiefs of Police 
Darrel Stephens, Phil Keith and Ed Flynn. In the fall and winter of 2005 several 
meetings took place between BJA staff and project partner FirstPic, Inc. on how best to 
gain the broadest commitment from key membership organizations.  Throughout these 
meetings and following an exhaustive effort to garner support for the project, a formal 
Project Steering Committee 9was established and included the following organizations 
to reach out broadly to the constituency groups [See Appendix A for a complete list]: 

• Commission on Accreditation for Law Enforcement Agencies  
• Community Oriented Policing Services, U.S. Department of Justice  
• Federal Bureau of Investigation National Academy  
• Federal Law Enforcement Training Center  
• Fraternal Order of Police  
• Hispanic American Police Command Officers Association 
• International Association of Chiefs of Police  
• International City/County Management Association 
• International Association of Directors of Law Enforcement Standards and 

Training 
• International Personnel Management Association 
• Major Cities Chiefs Association 
• Major Counties Sheriffs Association 
• National Association of Counties  
• National Governors Association 
• National League of Cities 
• National Organization of Black Law Enforcement Executives  
• National Sheriffs Association  
• Police Executive Research Forum (PERF) 
• Regional Community Policing Institute 
• U.S. Conference of Mayors 

The role of the Project Steering Committee (SC) was to functionally serve as the point of 
quality control, guidance and oversight of the BJA LELI. Communications between SC 
members, project staff, project partners (Police Executive Research Forum and the 
National Sheriffs Association) and BJA involved hundreds of electronic messages, 
conference calls, agenda reviews, and document reviews. In addition to the Steering 
Committee meetings, three smaller working groups were formed.  The purpose of the 
working groups were to conduct additional in‐depth analysis, focus on specific issues 
                                                            
9 Project Steering Committee was comprised of law enforcement officials, city managers, mayors, human resource 
professionals, representatives from academia, the FOP, professional organizations, hiring authorities and others as 
included on page 7 of this document and included in the appendices.   
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the Steering Committee requested further development on and to broaden the input for 
specific subject matter issues. Each of the groups were provided significant resources to 
support their respective areas, including critical work products produced by the project 
partners, including the following: 

• PERF Survey, responses, and analysis of police chiefs, sheriffs, mayors and city 
managers 

• PERF Literature Review 
• PERF Leadership and Management Training and Development Inventory 
• PERF Annotated Bibliography 
• National Sheriffs Association key interviews 

The subordinate working groups were: 

• LELI Focus Group—this group worked with the Internet needs assessment 
results to refine the core competencies. Membership of this Working Group 
included: 

 Carl Baker, Chief of Police for Chesterfield County Police Department 
 Peter Bellmio, Consultant for FirstPic, Inc. 
 Theron Bowman, Chief of Police for the Arlington Police Department 
 Edwin Daley, City Manager for City of Winchester 
 Darnell Earley, City Manager for City of Saginaw 
 Harold Eavenson, Sheriff for the Rockwall County Texas Sheriffʹs Office 
 Steven Edwards, BJA, Senior Policy Advisor for Law Enforcement 
 James Humphrey, Mayor of City of Ft. Myers 
 Ted Kamatchus, President of National Sheriff’s Association, Marshall 
County Iowa Sheriffʹs Office 

 Phil Keith, retired police chief, Knoxville Police Department and Project 
Director 

 Aaron Kennard, Executive Director of National Sheriffʹs Association 
 Sherry Kiyler, Chief of Police for the Chandler Police Department 
 Dan Koenig, retired Los Angeles Police Department Commander and 
FirstPic, Inc consultant 

 Leonard Matarese, ICMA Senior Public Safety Consultant and the City of 
Buffalo 

 Leo McGuire, Sheriff for the County of Bergen 
 Daniel OʹLeary, Chief of Police for the Brookline Police Department 
 Mark Piccirilli, President of FirstPic, Inc. 
 Susan Rahr, Sheriff for the King County Sheriffʹs Office 
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 Brad Riley, Sheriff for the Cabarrus County Sheriffʹs Office 
 Frank Straub, Commissioner for the White Plains Department of Public 
Safety 

 Terry Sult, Chief of Police for the City of Gastonia 
 Dennis Taylor, City Manager for the City of Eugene 
 Fred Wilson, Director of Training for the National Sheriffʹs Association 

• Core Competencies Working Group—this group developed a draft set of core 
competencies to be reviewed by the larger steering committee members. 
Membership of this Working Group included:  

 Joseph Akers, Deputy Director of NOBLE 
 Pamela Cammarata, BJA, Associate Deputy Director 
 Jim Clark, Director, Criminal Justice Institute, University of Arkansas 
 David Corderman, Senior Partner, Academy Leadership Associates, LLC 
 Steven Edwards, BJA, Senior Policy Advisor for Law Enforcement 
 Raymond Franklin, Executive Assistant Director, Maryland Police and 
Correctional Training Commission 

 David Goad, National Sheriffs Association and Sheriff of Allegany 
County, Maryland 

 Phil Keith, retired police chief, Knoxville Police Department and Project 
Director 

 Sean Kelly, Lieutenant, Durham New Hampshire Police Department 
 Dan Koenig, retired Los Angeles Police Department Commander and 
FirstPic, Inc consultant 

 Patrick Oliver, Director of Criminal Justice Programs,, Cedarville 
University and representing NOBLE 

 Mark Piccirilli, President of FirstPic, Inc. 
 Terry Satterfield, Administrator for the Maryland Police and Correctional 
Training Commission.  

  James Sewell, retired Deputy Commissioner for the Florida Department 
of Law Enforcement and consultant to FirstPic, Inc. 

 Jerry William, retired Police Chief from Aurora, Colorado, and Associate 
Professor at the University of Colorado, at Denver 

• Training Directors Leadership Working Group—following the development 
and refinement of the core competencies, this group, composed of leaders in 
training and education, conducted interviews to obtain feedback on the core 
competencies.  Membership in this Working Group included: 
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  Patrick L. Bradley, Executive Director for the Maryland Police and 
Correctional Training Commission 

 Jim Clark, Director of the Criminal Justice Institute, University of 
Arkansas System 

 Michael Crews, Director of the Criminal Justice Professionalism at the 
Florida Department Of Law Enforcement 

 Steven Edwards, BJA, Senior Policy Advisor for Law Enforcement 
 Raymond Franklin, Executive Assistant Director, Maryland Police and 
Correctional Training Commission 

 Bill Geller, Director at Geller & Associates 
 Sheldon Greenberg, Associate Dean at John Hopkinʹs University 
 Phil Keith, retired police chief, Knoxville Police Department and Project 
Director 

 Dan Koenig, retired Los Angeles Police Department Commander and 
FirstPic, Inc consultant 

 Phillip Lyons, Director of Texas RCPI Criminal Justice Center 
 Ellen Scrivner, Director, Leadership Academy John Jay College of 
Criminal Justice 

 Kate Singer, Senior Consultant for the California Commission on POST 
 Terry Satterfield, Administrator for the Maryland Police and Correctional 
Training Commissions 

 James Sewell retired Deputy Commissioner for the Florida Department of 
Law Enforcement and consultant to FirstPic, Inc. 

 Alan Youngs, Consultant for PERF 

Project Scope  

Guiding principles were established at the outset of the project, however over time and 
with input from the BJA and other SC members, the guidelines were refined. The initial 
principles and precepts established by the BJA and the SC were very broad in nature.  
Over time the project partners and participants decided to narrow the focus to the 
foundation of leadership development which became known as the “core 
competencies”. The survey work completed by the PERF served as the major point of 
discussion for narrowing the project focus. The analysis and findings of the PERF 
Survey established the baseline of understanding and how clearly leadership 
development was needed in law enforcement to prepare personnel to meet the 
demands of the future and provide for effective public safety.  The findings of the PERF 
Survey were the principle points of discussions for the SC and subordinate working 
groups throughout the project.  Key precepts and guiding principles developed and 
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agreed to by the SC, project partners, project staff and BJA influenced the    
development of the “core competencies” and included the following: 

• The majority of law enforcement officers are funded and employed by local, 
county, and state governments. 

• Core competencies for law enforcement leaders are fundamental to human 
resource management principles common to the field of public administration. 

• Decisions made by policy makers about civil service practices, union contracts, 
and budgets impact the quality of leadership by providing support for training, 
career development, sound promotional practices, performance appraisal and 
hiring. 

• Law enforcement training directors and human resource managers are an 
important audience for information on core competencies. 

• Training alone will not create high quality law enforcement leadership. 
• Membership organizations and public interest groups can provide credibility to 

the project’s products and promote use of them.  

Project Goals 

The project goals were established following significant consultation with a wide 
variety of professional organizations, referenced previously in this document and 
extensive discussions between BJA, SC and FirstPic, Inc. Refinement of the goals were 
completed after gaining input of many organizations and practitioners to limit the focus 
of the project to the issue of developing “core competencies for law enforcement 
leadership”. Project staff and partners PERF and NSA identified critical milestones to 
help shape the focus of the SC and ultimately the project. The survey conducted by 
PERF was widely viewed as a significant finding to guide the project and provide a 
framework for “what is known in the field from law enforcement officials, mayors, and 
city managers. This significant research continued to be a guiding force throughout the 
project.  As the key interviews were completed, the comments from those being 
interviewed reinforced the findings of the PERF Survey findings. Additionally, the 
analysis of the interviews included in the document “To Lead, To Learn, To Leave a 
Legacy” further validated the field reality of what was needed in leadership “core 
competencies”.10 Research, vigorous debates and discussions by the SC lead the group 
to describe that many of the law enforcement leadership development efforts were 
generally based on “expectations, characteristics, traits, or responsibilities” and not 
competencies. The cumulative view of what was being provided or offered for 
leadership development, results of key interviews of law enforcement officials and the 
                                                            
10 To Lead, To Learn, To Leave a Legacy, Major Cities Chiefs Association, Federal Bureau of Investigations, National 
Executive Institute, June 2005 
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research findings of the PERF survey reinforced the narrowing of the focus of the 
project to “core competencies” . The Project Tasks which guided the project are listed 
below. The deliverables are located in the appendices of this document.  

Project Tasks 

1) Project Mobilization—this task outlines a project management structure, a 
detailed work plan, and a process for obtaining input from a wide range of 
individuals and organizations.  This task was critical to completing the work in a 
timely manner, making project adjustments as needed and assuring that tasks 
were completed in a sequence that builds on accomplishments. 

2) Complete a Literature Review [Appendix B]—a concise, easy to read literature 
review of material available on law enforcement leadership issues. This 
document will be useful in defining training needs and will provide guidance to 
instructors charged with developing training curricula for law enforcement 
organizations. 

3) Conduct a Needs Assessment [Appendix F]—the results of the needs 
assessment will provide guidance to law enforcement leaders, appointed and 
elected officials, human resource personnel, training and development staff and 
others.   

4) Develop Core Competencies [Appendix H]—is the compilation and refinement 
of all the information collected during the project period and defines in a 
practical and detailed manner each core competency and its value to law 
enforcement.  

5) Develop a Model Curriculum—this curriculum will assist community leaders, 
elected and appointed officials, human resource personnel, training and 
development staff, and chief executive officers to implement the core 
competencies and to develop an overall approach to law enforcement leadership 
training. 

6) Identify Implementation Issues—during the course of the project, issues were 
addressed that may hinder law enforcement agencies and other key stakeholders 
in implementing solid leadership strategies that include the core competencies. 

BJA, the project team from FirstPic, Inc and the SC members agreed to several changes 
in the six tasks.  The changes were based on information collected during the course of 
the project and related to project funds and achievement of project outcomes.   The 
changes included adding the following to the project scope: 

• Inventory of Leadership Training available in the U.S. [Appendix D]—
an inventory of 74 programs was completed.  During the compilation of 
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this inventory, project staff was unable to find comprehensive programs 
that had stated substantive content, learning objectives and training 
methods.  Therefore, it was agreed that a more comprehensive inventory 
of programs be conducted to provide useful descriptive information.  

• Case Study [Appendix I]—within the context of resources available and 
other project needs, a single representative case study of the Rampart 
corruption case in the Los Angeles Police Department was completed. The 
case study will provide an example of how an event like Rampart can be 
used as a teaching tool to promote core competencies developed through 
the LELI. 

• Implementation Briefing—a concept paper has been completed that 
describes the goals, content, application, and marketing of the core 
competencies.  The conceptual approach to conducting the LELI Briefing 
is based on bringing together governmental officials, hiring authorities, 
elected leaders, thought leaders and advocacy groups to review the 
leadership development efforts in the community. The findings of the 
LELI would serve as background for developing leadership based on the 
core competencies.  

The LELI project brought together partners from many different law enforcement 
agencies and organizations; it was through the work of this group that the focus of the 
project was refined to include the development of core competencies for leadership as 
the main project goal. The deliverables and SC meetings detailed in this chapter are the 
timeline of this project and they detail the work done by all partners involved in the 
initiative.   
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CHAPTER 2 
WHAT WE KNOW ON LEADERSHIP 

What we learned from the Literature 

The major theme that runs throughout the literature review is a lack of precision in 
measuring leadership performance and outcomes; and specifically a lack of standards 
or core competencies. Repeated references through much of the literature underscores 
the importance of not just training around the science of management, but to include 
leadership development, such as cited by Sean Moriarty in the IACP Police Chief 
publication, June 2009.11 “The absence of formal leadership development has made it 
extremely difficult for law enforcement executives to learn how to lead and develop 
officers within their departments”.12 Much of the literature includes a very wide range 
of leadership traits, characteristics, expectations and combines management 
requirements unilaterally making the focus excessively broad and convoluted. Without 
that framework to narrow the focus of law enforcement leadership on core 
competencies the literature is difficult for practitioners to apply to their daily routines as 
law enforcement executives.  A change in the approach to the literature review, 
whereby the focus would be on leadership development, occurred after significant 
input from the Steering Committee, debates, discussions and input from the staff at 
PERF, BJA, SC and FirstPic, Inc. Although the literature is not “exhaustive” by design, 
the final report provides ease in identifying sources and practical use by practitioners 
and researchers alike. 

The general findings from the literature review [Appendix B] are: 

• There is a consistent recognition of the need for leadership in today’s changing 
world of law enforcement and, as a result, many agencies are searching for 
effective leadership development strategies and practices. This particular finding 
from the literature review is supported overwhelming through the key 
interviews, SC discussions, and examination of the training inventory conducted 
by PERF. 

• Much of the literature in both general and law enforcement leadership has 
focused on the traits shown by effective leaders or principles on which effective 

                                                            

11 IACP, Police Chief Magazine, “The Leadership in Police Organizations Programs in the Delaware State Police: 
Recommendations for Law Enforcement Leadership Development,” Lieutenant Sean Moriarty, June, 2009. 

12 Ibid. 
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leadership rests rather than attempting to use a framework based on necessary 
knowledge, skills, and abilities, and terminology varies widely across the works.  

• Most of the literature in law enforcement leadership remains theoretical or 
descriptive; there has been little empirical study or controlled application in an 
organizational setting.  

• The wealth of literature on leadership in the private sector is due in part to the 
ability of applied research to define successful businesses based on profit, return 
on investment, share price, longevity, and other key indicators.  

• A significant portion of the professional literature currently used is prepared by 
the academic community or leadership authors rather than by law enforcement 
practitioners resulting in vague descriptions such as “expectations, 
characteristics, responsibilities, or traits” when referring to leadership 
development.  

• In both the business and military models of leadership development, the relevant 
body of knowledge is developed, maintained, and grown by those who practice 
the trades. 

• There is little discussion of how police leadership might be viewed differently by 
individual communities, by governing bodies, or by mayors, county executives, 
or city/county managers or, in the case of elected sheriffs, voters. 

• Several authors have gone beyond identifying traits, characteristics, and 
principles to a broader, though unstated, premise that there are certain criteria 
beyond just leadership which define success for law enforcement executives in 
areas such as personal and organizational leadership, management practices and 
business acumen, understanding and involvement of the community, and an 
appreciation for and understanding of the changing nature of the profession.  
 

The literature review clearly demonstrates there is a general lack of consensus on terms, 
core competencies and measures of performance that would be useful in implementing 
a law enforcement leadership development process in communities, organizations, 
agencies and/or professional or institutional settings. The literature supports the project 
goals, summary findings of the PERF survey and key interviews pointing to the need to 
have core competencies identified, including in training development and leadership 
discussions.  As provided in the findings summary of the literature review, key 
indicators for leadership develop in law enforcement will require a well grounded 
approach with emphasis on “practitioner experiences” in leadership growth and 
success, as well as specific competencies needed for leaders in law enforcement. The 
literature finding also indicates that core competencies could be the foundation for 
future program evaluation and action research.   
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CHAPTER 3 
PROJECT METHODOLOGY AND RESULTS 

Use of the Literature 

From the beginning of the BJA Law Enforcement Leadership Initiative, the focus was on 
current leaders and future leaders, with a goal of identifying, defining and providing a 
practical approach to the development of core competencies which would lead to 
improved capacities and capabilities of law enforcement, which ultimately will provide 
for more effective public safety. Significant discussions have taken place in most 
professional law enforcement organizations and organizations with oversight 
responsibilities for law enforcement; however, development efforts have been limited to 
traits, characteristics and the science of management rather than core competencies. 
Often times these discussions and subsequent development efforts only focus on 
improving the current leaders and not the development of the broader potential 
leadership pool within organizations. 

“Since the 1960s, law enforcement training and education have been central concerns for police 
agencies. However, training is often oriented toward specific skills involved in reducing and 
solving crime, with little training devoted to effective leadership. The extent of leadership 
development for most police officers relies on their own life experiences, including what was 
taught to them by family members or senior officers on the job. This absence of formal leadership 
development has made it extremely difficult for law enforcement executives to learn how to lead 
and develop officers within their departments”.13 

Development of core competencies should be viewed with a broad application, serving 
current leaders and future leaders alike. Development of future leaders should be a 
fundamental commitment of current law enforcement leaders, elected officials, thought 
leaders and other community advocacy groups; however this focus often is 
unintentionally overlooked or not considered critical to the mission and current climate 
of the organization. 

                                                            

13 IACP, Police Chief Magazine, “The Leadership in Police Organizations Programs in the Delaware State Police: 
Recommendations for Law Enforcement Leadership Development,” Lieutenant Sean Moriarty, June, 2009. 
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“Unfortunately, in our desire to address the immediate needs of our agencies and communities, 
we sometimes fail to plan for the future leadership needs of our departments and our noble 
profession. This is a critical oversight, because we must realize that our success as police chiefs 
will be judged not only by what we accomplish today but also by how we prepare our agencies to 
confront the challenges of the future. It is vital that we, as law enforcement executives, take an 
active role in ensuring that our organizations have programs in place that systematically develop 
leaders so our organizations have leadership in depth and are continuously preparing leaders for 
the future”.14 

 

It is clear from the above quotes that Law Enforcement has not given leadership 
development a prominent focus in the training of future executives. Therefore, the 
thrust of the BJA, LELI is focused on the essential core competencies or standards from 
which all development is centered. As stated earlier, early SC discussions centered on 
developing model curricula or programs, but soon the focus shifted and changed to 
standards and competencies as means to measure future development and changes in 
current practices of developing leadership in law enforcement. Although standards and 
competencies are similar in definition, the SC reached a consensus for competencies.  

By definition: 

• Standards imply: “sound and usable, widely used and well established,” whereas, 
• Competencies refer to: “sufficiency of means for the necessities, quality of the state of 
being, having requisite or adequate ability.”15 

 

Similarities of the two terms guided the LELI Steering Committee to adopt the term 
competencies over other terms to contain the focus to what leaders in law enforcement 
should possess and provide the basis for developing future leaders. 

Use of Project Deliverables 

The project approach, previously described was basic, straight forward and one that 
could be easily understood, although leadership is a very complex subject matter. 
Continuous efforts were made to “de‐mystify” concepts, terms, logic, project products 
and other concerns to maximize the benefit and application for practitioners responsible 

                                                            
14 Mary Ann Viverette, “Prepare Tomorrow’s Police Leaders,” President’s Message, The Police Chief 72, no. 11 
(November 2005): 6. 
15 Merriam Webster’s Collegiate Dictionary, Tenth Edition, Merriam‐Webster, Inc., Springfield, Massachusetts,1994 
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for leadership development.  First and foremost was the creation of a solid foundation 
of subject matter experts, practitioners and exceptionally experienced leaders in law 
enforcement through the establishment of the SC.  

The SC make‐up was purposefully broad to be inclusive, not only of expected 
exemplary participants from the law enforcement profession, but also from 
organizations dramatically influencing leadership selection and development for local, 
state and tribal agencies. To complement the creation of the SC, a well focused mission 
was carved out to guide the development of the initiative and maintain a central focus 
on competencies for leadership.  

With the foundation of the SC and a well focused mission, the LELI took a logical 
approach to creating leadership competencies or standards by first conducting a series 
of tasks to form a baseline of information to make future decisions.  

The tasks included: 

1. Conducting a literature review [Appendix B] 
2. Developing an inventory of current law enforcement training and 

development programs [Appendix D] 
3. Designing, developing and administering a Needs Assessment for 

leadership qualities knowledge, skills, and abilities through PEFR survey 
[Appendix F] 

4. Conducting Key Interviews with Law Enforcement Executives [Appendix 
G] 

5. Creating an annotated bibliography to support the development efforts 
[Appendix C] 

6. Conducting a Case Study on Law Enforcement [Appendix I} 
 

Inventory of Training Programs 

The SC reviewed the inventory of leadership training programs developed by PERF as 
it was essential that the group understood, to the degree possible, the variety of 
programs being utilized. During the course of this project, 74 leadership training 
programs were identified.  Most were specifically designed for a law enforcement 
audience.  Some have been adapted from other sources.  Some have long histories and 
reach out to national or regional audiences.  Examples include the FBI National 
Academy, the Southern Police Leadership Institute and the Police Executive Research 
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Forum’s Senior Management Institute for Police.  Others leadership development 
programs are newer and have been developed to meet local or state specific needs.  
Examples include the Massachusetts Police Leadership Institute, the Sherman Block 
Supervisory Leadership Institute, and the Illinois State Police Leadership Forum.  
Leadership programs are offered at the federal, state, and local levels.  Also, several 
international programs are available.  Additionally numerous law enforcement 
leadership certificate or degree programs are offered to the police community through 
colleges and universities.  Information on the programs was obtained through program 
websites and brochures.  Additional information was obtained via telephone calls and 
email requests by the PERF staff.  Some of the specific informational items requested 
were not provided, although most programs listed were responsive, some gaps in the 
information requested remain.  

A complete list of the programs inventoried by PERF is included in the Appendix D of 
this report.             

During an early session of the SC, a number of the participants cited “most leadership 
training was being done at the state or local level”16. Additional discussion of the 
programs offered at the local and state levels were found to be similar to the results of 
the PERF’s Inventory of Law Enforcement Leadership Programs, and were generally 
based similarly on traits, characteristics, expectations and role or responsibilities.  

A general finding of the project provides that although there are many leadership 
development training programs available to law enforcement agencies, a common 
weakness with most of the programs is they do not share a common language in 
defining the competencies that effective law enforcement leaders should be able to 
demonstrate. The SC requested a special group be assembled to discuss in depth issues, 
challenges and development efforts in many of the existing leadership programs and to 
provide the SC with a findings report. The Training Directors Leadership Working 
Group, recognized for their subject matter expertise, knowledge of existing programs 
and who actually deliver leadership training, was convened to address the request from 
the SC and requested to   provide a “grade” current law enforcement leadership 
development efforts. This process included reviewing all related project material 
developed and then reaching a group consensus on the “grade” of existing training 

                                                            
16 Gary Cordner, Professor, Eastern Kentucky University 
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programs. This approach was utilized to capitalize on the subject matter expertise of 
training directors and educators, who lead many of the current programs in the United 
States. Early in the discussions with the Training Directors Leadership Working Group, 
the work products of the project partners, including the literature review, PERF survey 
and key interviews were incorporated so the group could utilize the products in their 
“expert” views, much like that of an expert witness in a courtroom setting. This process 
required the participants to provide their respective expert views and reach a group 
consensus on the grading of current programs. 

 As previously described in the development process, a Training Directors Working 
Group was assembled and met in Greenville, South Carolina in February 2008. The 
makeup of the group included representatives from existing leadership institutes at 
major universities and organizations, state and federal programs, and the International 
Association of Directors of Law Enforcement Standards and Training.   

To address the inventory of existing training programs and the stated program 
objectives, the Training Directors Leadership Working Group was tasked to provide a 
grade for the overall content of current programs.   

 Following an in‐depth discussion the group facilitator challenged the group to utilize 
their subject matter expertise to grade the overall programs. The consensus reached was 
a grade of “C” and the group provided the following reasons for the grade, including17: 

• There are pockets of excellence, but most programs do not provide 
adequate training for the complex construct of law enforcement 
leadership. 

• There is too little bridging of theory and practice. 
• After leadership training, officers return to organizations that do not 

accept change. 
• Organizations are being led, but could be led much more effectively. 
• Too many programs teach leadership as just one component of 

management. 
• Most programs fail to address the political and community leadership 

components, a fatal flaw in today’s world. 

                                                            
17 The lead facilitator challenged the Training Directors Working Group to measure the existing programs as to 
addressing the core competencies identified in by the work of the SC. Subsequently the group agreed to provide a 
simple rating by providing a “grade” to establish a finding that would be well understood by law enforcement 
officials, elected officials, academia and others.  
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• There is a vast difference in the skill sets and training needed to lead 
larger urban and smaller rural law enforcement agencies. 

• Most leadership programs provide rank‐specific leadership training, but 
do not build leadership skills through the various ranks. 

• Leadership training programs do not have an identified set of core 
competencies or standards required to be an effective law enforcement 
leader. 

• The general lack of agreement on results, disparate programs, and 
assessment of trainers’ providers. 

 

The Training Directors Leadership Working Group continued their deliberations over 
assessing current leadership development programs. By design the “working group” 
wanted to keep the process of assessing each program simple and straight forward to 
avoid any “mission creeping” of the work group and to stay focused on core 
competencies included in programs. Once the basis for a grade of “C” was prepared, 
the group was asked “how to achieve an A”.  Following in‐depth discussions and 
debate, two significant recommendations were identified for improving and advancing 
the current law enforcement leadership programs to an “A”. First, the group established 
the need for a new approach, utilizing core competencies or standards for developing 
law enforcement leadership talent18 made up of the following components: 

• Community of practice should be established in which those who promote 
leadership development work from a shared set of definitions and 
outcomes that are constantly evaluated and redefined as needs change. 

• Leadership development needs to be tied to real time experience so that 
learning and doing are linked.  

• Skills must be practiced so that they can be learned. 
• Leadership training needs to take place at every level of a law 

enforcement agency with appropriate materials and methods. 
• Classroom work must be tied to real projects at the level of leadership 

being taught. 
• Leadership is learned through a process of ongoing follow‐up. 
 

                                                            
18 The training leaders working group met over a series of days to view the project goals, literature review, and all 
other activities related to the project and reached a consensus on the absence of core competencies or standards 
existed in leadership development efforts 
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The other major finding that the group deemed as critical for getting to an “A” is based 
upon the recognition that police chiefs and sheriffs have limited control over the many 
factors influencing leadership development.  Concluding a commitment from state and 
local governmental officials will be critical to establishing an effective law enforcement 
leadership development process. Once again, the group emphasized that core 
competencies are vital to measuring the results of these efforts. Recommendations from 
the Working Group included: 

• New measures are needed for effective leadership in communities and not 
just the absence of problems. 

• Stakeholders have to be found in communities who will want the results 
that effective law enforcement leadership can offer. 

• Political support is needed for funding leadership development and 
measuring results. 

• Involvement in the process needs to reach beyond chiefs and sheriffs to 
city/county managers, mayors, governors, tribal leaders and elected 
officials. 

• Model standards are needed for selection and development of law 
enforcement leaders. 
 

The working group and project staff concluded core competencies are essential to 
establishing a stronger, comprehensive leadership development process. Core 
competencies can be institutionalized if they are adopted by standard setting 
organizations in the fields of law enforcement and public administration.  Once that is 
accomplished, those core competencies create a national consensus that will promote 
consistency in leadership development by serving as a framework.  Law enforcement 
organizations will be able to utilize these competencies as a “map” to inform leadership 
of development choices and strategies for establishing agency based leadership 
development processes. 

Use of the Police Executive Research Forum (PERF) Survey 

One of the first major tasks of the SC was to provide input regarding a national survey 
of law enforcement and local government officials to help prioritize lists of knowledge, 
skills and abilities identified as the literature review was being conducted. 

This work was completed with assistance from the PERF. Project staff from PERF 
designed a  specific questionnaire  to rate the importance of knowledge, skills and 
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abilities and to determine if there were differences in priorities among different agency 
types and based on sworn strength of those organizations, subsequently referred to as 
the Needs Assessment.  

The Police Executive Research Forum, partnering with Tailored Statistical Solutions 
(TSS), LLC, designed and executed a survey to collect data pertaining to leadership 
within law enforcement agencies. PERF and TSS drew from a national representative 
sample of law enforcement agencies using the 2005 National Directory of Law 
Enforcement Agencies (NDLEA database as updated on January 9, 2007. This database 
contained information on 16,027 law enforcement agencies from around the U.S. In 
addition to the name and address of the current chief executive, information includes 
the population served, the type of agency, number of officers and the national region in 
which the agency is located.  The four main regions, along with 9 subdivisions are 
established by the U.S. Census Bureau. TSS utilized these four main regions for 
stratification of the sample.  To further refine the survey a sample survey was first taken 
to determine the feedback and relevancy of the survey. The goals of the survey 
included: 

1. Ask leaders responsible for law enforcement in their communities to prioritize 
core competencies identified by the SC and project staff 

2. Identify core competencies that need to be defined clearly  

3. Raise awareness about the project to promote interest in the findings/results 

Needs Assessment information survey was conducted from February 1, 2007, to March 
30, 2007. The questionnaire was distributed to a sample of four groups of professionals: 
police chiefs, sheriffs, city managers and mayors. Listed below are the total respondents 
for major categories of persons who completed the needs assessment: 

 
• Chiefs of Police        319 
• Sheriffs          279 
• City Managers        208 
• Mayors           55 
• State Police Directors/Superintendents   34 
 

The survey report contains more detailed results from completed questionnaires for 
each of these groups of respondents. The scores on the relative importance of core 
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competencies provided some overall results that should be taken into account when 
developing selection, promotion, and training plans. The conclusions to be drawn from 
the analysis are provided below:  
 

• Ethics and integrity are critical issues. Leaders are role models. They are 
counted upon to exemplify the highest level of ethics and personal 
integrity. The fundamental credibility of law enforcement is shaped by the 
conduct of its leaders. 

• Size of agency does not seem to matter. Despite conventional wisdom, a 
statistically valid sample of law enforcement agencies clearly shows that 
leadership core competencies are fundamental to all law enforcement 
agencies. 

• Elected sheriffs had priorities that were comparable to those of chiefs of 
police. This information suggests that promoting core competencies can 
generate service to the public that people will support at election time. 
Only topics related to jails were different for sheriffs compared to chiefs of 
police.  

• Elements of progressive policing methods ranked highly. Elements of 
community policing and problem‐solving were highly rated. Community 
partnerships are fundamental to effective leadership. City managers and 
mayors expect law enforcement leaders to be critical thinkers and 
problem‐solvers.  

• Training alone cannot impart all of the core competencies. Just sending 
staff to leadership training will not be enough to provide them with the 
top‐rated core competencies. A more comprehensive approach is needed 
that blends training, mentoring, coaching, evaluation, and other elements 
of career development. 

 

The process of distributing this questionnaire identified some important issues that 
need to be addressed when the field attempts to put national core competencies to work 
in communities, organizations, and institutions. 

• Mayors as a group appear not to be clear in their priority of promoting 
law enforcement leadership. Although the rate of return was 
disappointing, many mayors participate in many communities in the 
recruitment, hiring, and evaluation, and dismissal of chiefs of police. 
Mayors also must address crime problems, as crime impacts economic 
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development, education and public safety thus requires their active 
involvement in leadership development in law enforcement.   

• City/County Managers have a vested interest in law enforcement 
leadership issues. In communities that have a city/county manager form 
of government, the quality of law enforcement is the responsibility of the 
city manager who usually plays a major role in the hiring and evaluation 
of chiefs of police. 

• Chiefs and sheriffs may not always be in the best position to lead long‐
term leadership development efforts due in part to their often short tenure 
in their jobs. City/county managers and mayors who are the chief 
executives of local governments have much longer terms in their jobs and 
are in a better position to promote long‐term change. However, clearly 
chiefs and sheriffs should be at the forefront of all developmental efforts. 

 
This study found that current databases of e‐mail addresses for sheriffs, chiefs, 
city/county managers and mayors are fragmented and generally maintained by 
associations or professional organizations representing each of the groups. 
Worthy of noting is the value, benefit and need of an internet‐based assessment 
process that could be utilized for gaining input on a wide range of issues such as 
promoting core competencies for law enforcement leadership. Internet 
questionnaires were an effective tool for getting input from chiefs and sheriffs on 
leadership issues. The pretest and subsequent results of the Needs Assessment 
showed that responding leaders answered questionnaires themselves. 19 
 
Key Interviews  

Early in the project, the scope of work called for conducting key interviews of current 
and retired leaders who could provide a frame of reference for the project as it was 
mobilized.  These interviews were designed to assure the perspective of top level 
executive practitioners was included in the project.  This particular effort supported the 
findings of the PERF survey and further provided field validity of what current law 
enforcement leaders felt to be important.  

Previous work in leadership development by professional organizations such as the 
IACP, PERF, NOBLE and NSA all indicate leadership development must be a role of 

                                                            
19 There was some concern expressed by the SC, as well as PERF officials, that top level law enforcement 
managers would delegate the completion of the questionnaire to subordinates. Overall, that did not happen 
given the high percentage of chiefs and sheriffs who completed the questionnaire. 
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current leaders. This emphasis was clearly stated by Chief Joe Polisar during his term as 
the IACP President, citing: 

“One of the central responsibilities of the 21st‐century police executive—and a critical 
prerequisite to organizational success—is leadership development. It is vital that we, as law 
enforcement executives, take an active role in ensuring that our organizations have programs in 
place that systematically develop leaders so our organizations have leadership in depth and are 
continuously preparing leaders for the future. This is a critical need because failure to institute a 
leadership development system can result in a lack of teamwork, operational inefficiency, and 
mistrust between the public and law enforcement officers. It can also result in misuse of power, 
heightened stress levels, and ethics violations”20 

Additional emphasis was placed on the need to develop future leaders by Tom Frazier, 
former Commissioner of Police in Baltimore, former Director of the Department of 
Justice’s Office of Community Oriented Policing Services and current Executive 
Director of Major Cities Chiefs Association, citing “the legacy of any successful police 
executive should include leadership development and a long‐term commitment to 
leadership succession”21 

The SC recommended the questions to be included in the interviews   focus on core 
competencies, development efforts, and partners responsible for promoting leadership 
development, obstacles to leadership development for future leaders and 
implementation issues these individuals faced in promoting leadership in their 
organizations to provide continuity in leadership development for the future. Based on 
the input from the SC a draft set of questions were developed, reviewed by SC members 
and finalized by the project staff. 

During the initial SC meeting, participants were asked to identify key current or retired 
law enforcement leaders who should be interviewed to gain their perspective on 
leadership development efforts. Considerable discussion followed the identification 
step, as to logistics of how to obtain responses from the identified leaders, what 
techniques should be used for interviewing, locations and other considerations related 
to conducting the interviews. Project staff, working with SC members and project 
partners resolved the challenges for conducting the interviews and the final version of 
                                                            
 
21 Tom Frazier, Executive Director of Major Cities Chiefs Association and member of the BJA Law Enforcement 
Leadership Initiative Steering Committee, Steering Committee Meeting, 2007. 
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the interview questions. Additionally, SC members suggested attending major 
conferences such as the National Sheriffs Association, PERF or IACP Conferences to 
take advantage of opportunities of interviewing identified leaders attending such 
events. The FirstPic, Inc, project staff took the recommendations and crafted a plan to 
do a combination of efforts to obtain the key interviews.   

The six questions developed to support the project focus and to be incorporated in the 
interviews included the following:  

1. What core competencies are needed to promote ethical and effective law 
enforcement leadership? (By core competencies we mean knowledge of critical issues, skills 
that can be learned, and abilities that are a function in part of personality and temperament.) 

2. How can we promote the development of those competencies? (Personnel practices? 
Training? Recruitment? Supervision? Labor agreements?) 

3. What partners are critical to promoting effective law enforcement leadership? 
(Government? Community? Private sector? Media?)  

4. What assets or resources do you think are important to promoting core 
competencies? (Local educational institution? Existing leadership training?) 

5. What obstacles exist that must be overcome to promote ethical and effective law 
enforcement leadership? 

6. Do you see any new core competencies emerging over the next 10 to 15 years that 
may alter the current list of core competencies? 

 
The 23 law enforcement executives identified by the SC were interviewed and the 
responses were analyzed to determine common responses. The project staff reached 
agreement on the how to conduct the interviews and focus on the six questions. The 
review and analysis of the responses produced the following conclusions of the 
interviews to the questions, including:  
 

1. What core competencies are needed to promote ethical and effective law 
enforcement leadership? (By core competencies we mean knowledge of critical 
issues, skills that can be learned, and abilities that are a function in part of 
personality and temperament.) 
a. The organization needs a realistic visioning process based on its 

direction and ability to use leadership to make “our” vision. 
b. The process of identifying an organization’s core values aligns the 

behaviors of employees with the people they serve. 
c. Initiatives create an organization that can “operationalize” the vision 

and values 
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d. Hold people accountable through realistic goals and mission. 
e. Confidence, both in one’s self and one’s position. 

 
2. How can we promote the development of those competencies? (Personnel 
practices? Training? Recruitment? Supervision? Labor agreements?) 
a. Organizations need to live their values. 
b. Process of actualizing – sharing, ask questions, and enlist commitment. 
c. Provide developing leaders with opportunities to develop 

competencies. 
d. Teach good and bad leadership styles.  
e. Submerge an aspiring leader in psychology and human development 

courses so they can understand other people. 
 
3. What partners are critical to promoting effective law enforcement leadership? 
(Government? Community? Private sector? Media?) 
a. Political leaders must understand an organization’s goals and help 

them achieve those goals.  
b. Encourage people to look outside their own agency and work with 

other organizations 
c. The academic community is a critical partner. 
d. Law enforcement organizations need to affiliate with academic 

institutions and partner whenever possible with institutions like the 
Kennedy School of Government at Harvard and Duke University 
Leadership Institute. 

e. Private sector leadership, especially those with demonstrated success. 
f. Professional groups (ICMA, ASTD, ASPA, Project Management 

Institute, National Certified Public Manager Consortium, League of 
Cities, Association of Counties) 

  
4. What assets or resources do you think are important to promoting core 

competencies? (Local educational institution? Existing leadership training?) 
a. Quality of instructional personnel is critically important. 
b. Commitment from the top of the organization is required.  
c. Commitment must include budget and resources. 
d. There must be a commitment to change 

 
5. What obstacles exist that must be overcome to promote ethical and effective 

law enforcement leadership? 
a. Traditional law enforcement culture separates managers from 

rank/file. 
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b. Overcome the notion that the best way is also the easiest or safest way. 
People can be driven to mediocre decision‐making if they believe that 
will prevent them from being harmed by their decisions. 

c. Strident police unions. 
d. Community culture which allows/encourages interference with law 

enforcement leadership. 
e. Training that is not integrated with doing, e.g., classroom material 

must relate to the accomplishment of competencies. 
 

6. Do you see any new core competencies emerging over the next 10 to 15 years 
that may alter the current list of core competencies? 

a. Emerging technologies will affect the efficiency and effectiveness of 
our service delivery and the way in which we manage information. 

b. Successes or failures in dealing with terrorists and homeland security 
efforts. 

c. Generations create virtually new cultures, so it may be appropriate to 
treat this as a cultural diversity issue. 

 

During the interviewing process, a publication was identified, “To Lead, To Learn, To 
Leave a Legacy”22 where a similar interviewing approach was utilized to gain insight 
from practitioner chief executive law enforcement officers.23 Project staff reviewed the 
24 additional interviews identified in previous work and created a matrix to compare 
the results of both sets of interviews [See Appendix E]. Stark similarities were identified 
and carefully reviewed to determine the utilities of these additional interviews and the 
interviews obtained in the BJA LELI.  Further analysis of the 24 interviews conducted 
with the previous work was incorporated in the analysis of the 23 interviews conducted 
by the BJA LELI project staff.  It was in these interviews with law enforcement leaders, 
some considered as icons of law enforcement leadership that the need for a 
comprehensive leadership development process clearly emerged. The interviews 
reinforced the need for law enforcement leadership development to be well grounded 
with practicing and former law enforcement executives.   

                                                            
22 To Lead, To Learn, To Leave a Legacy, Major Cities/Counties Chiefs and Sheriffs, Federal Bureau of Investigation, 
and the National Executive Institute, June, 2005 
23 To Lead, To Learn, To Leave a Legacy, Major Cities/Counties Chiefs and Sheriffs, Federal Bureau of Investigation, 
and the National Executive Institute, June, 2005 
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For these leaders, training alone did not make for an effective law enforcement leader 
and the “trial and error method, along with some professional luck” was not reliable if 
leadership was to be seriously pursued and institutionalized in the law enforcement 
fabric of development. Responses also prompted the project team to expand the 
membership of the SC beyond traditional law enforcement membership organizations 
such as ICMA, International Association of the Directors of Law Enforcement Training 
and Standards, National Association of Counties, National Governors Association, 
International Public Management Association for Human Resources and others. As 
reinforced by current and past law enforcement executives, including other key 
decision makers in the leadership development efforts was essential to gain support 
and buy‐in to the future development of law enforcement leaders. 

Focus Group of Current Leaders 

In April 2007, a structured Focus Group of 20 chiefs of police, sheriffs, state police 
commanders, city managers, and mayors was held in Dallas to define elements of the 
highly rated core competencies. The Focus Group consisted of seven sheriffs, six police 
chiefs and five city managers/mayors.  Attention was given to ensuring that the group 
was diverse in ethnicity, gender, experience, and agency size.  Project Director Phil 
Keith led the two‐day session, assisted by four LELI staff members and BJA Senior 
Policy Advisor Steve Edwards. Design of the Focus Group meeting was completed by a 
subject matter expert and noted criminologist to ensure the outcomes of the session 
would be beneficial to the project.24 Results of the focus group helped define and 
document all core competencies. Major conclusions reached by focus group participants 
were: 

1. Problems faced by law enforcement in communities require a 
sophisticated understanding of at least local and state government as well 
as the broader criminal justice system.   

2. Solutions frequently require a multi‐disciplinary approach including the 
active participation of governmental as well as community‐base 
organizations.  

3. We need to look at all new hires as the start of a 30+ year investment.  
Recruiting good candidates has become very difficult.  We need to stop 
focusing on the thrill of the job and market the law enforcement 

                                                            
24 Timothy Crowe, Criminologist and Principal in TDC and Associates, Louisville, Kentucky 
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profession as one that truly makes a difference in our communities, e.g., 
hire in the spirit of service. 

4. All the participants of the Focus Group expressed the genuine value of 
such a session and the experience would have a lasting impact on their 
decisions made in the future. Cited by a number of the participants, 
“Rarely do these leaders get an opportunity to meet in such a forum to 
share ideas.”25   

5. There is a need to push this material down to the middle and lower levels 
of police organizations. 

6. They also recognized the need to get this material out to city managers 
and mayors. 

7. There was discussion on the need to educate the public and media on 
organizational ethical standards.  Several participants commented on 
disciplinary actions they took for ethical violations only to have the local 
media describe the misconduct in much softer terms. 

 
At the conclusion of the Focus Group meeting, several of the participants summarized their 
experience, including Mayor James Humphrey of City of Ft. Myers, Florida, “ this experience 
has been very rewarding to me personally and provided me direction on what I should be 
doing (along with other mayors) to assist in the development of future law enforcement 
leaders”. Sheriff Ted Kamatchus, former President of the National Sheriffs’ Association and 
Sheriff of Marshall County, Iowa, “Over the last two days the discussions have highlighted the 
need for standards in law enforcement leadership development”.  Former city manager and 
currently a Senior Public Safety Consultant for the International City Managers Association 
Leonard Matarese said, “The discussions we have participated in have demonstrated the need 
for leadership development to be something more than a training program; and the substance 
of our discussions show the need for more specific, standards based leadership development.” 
Theron Bowman, Chief of Police in Arlington, Texas, echoed the comments with “leadership 
development for the future must be based on current leaders setting the pace and example to 
develop a new cadre of leaders for tomorrow”. Darnell Early, City Manager of Saginaw, 
Michigan noted, “in the past we only discussed characteristics of police chiefs, but now it is 
clear core competencies are far more reaching.” And finally, Sherry Kiyler, Chief of Police from 
Chandler, Arizona said, “I came to my current position after a career in a major law 
enforcement agency (Phoenix Police Department), however this session has refocused my 
attention on just how important it is to have leadership standards and to develop future leaders 
before they take a position as a chief of police”. 

                                                            
25 Mayor Humphrey, City of Ft. Myers, Florida, a member of the Focus Group Session, held in Dallas, Texas, 2008. 
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Annotated Bibliography 

Law enforcement leaders, regardless of the point in their career, can learn from reading 
and intellectually processing written information. Such a learning mechanism is, of 
course, one of the mainstays of the formal educational process and it has also been 
broadly used in the development of skills and understanding for leadership and 
management success. But with hundreds of books relating to leadership and 
management in circulation, it is important to identify the most critical and succinct 
information. The development of an annotated bibliography of books for leaders 
became a critical component for the LELI.  

The annotated bibliography contains summaries of 330 publications that have been 
drawn from a variety of sources. In 1998, the Florida Criminal Justice Executive Institute 
published a similar bibliography that served as the starting point for this effort. The 
Police Executive Research Forum, in providing initial information and research for the 
LELI Project, also contributed a significant reading list. Members of the Project’s 
Steering and Training Committees and other law enforcement professionals and 
academicians provided additional suggestions and lists appropriate for executive 
reading. 

The annotated bibliography is organized around the six core competencies identified 
through the LEI. Police managers, training directors and human resource professionals 
can find the most current, relevant publications about each of the core competencies 
that can be used for wide range of purposes as part of an ongoing process of leadership 
development 

In the future, it should be recognized as a flexible, living document, growing with the 
addition of new and innovative readings. In an electronic version, this Bibliography 
should be easily accessible as a critical resource for use by current and prospective law 
enforcement leaders, leadership trainers, and academicians throughout this country. 

Case Study 

Frequently used in institutions of higher learning, both academic and professional, the 
case study method of instruction fosters a flexible analysis and focused discussion of 
contemporary problems in a classroom setting. Typically drawn from real‐life events or 
providing reality‐based scenarios, case studies require the student/reader to analyze a 
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situation and its underlying facts in depth. Especially when coupled with the challenges 
provided by an active facilitator, the case study expects the student to place him or 
herself in the role of the decision‐maker and allows the student to confront and deal 
with the dilemmas posed by the particular situation.  

The case study technique encourages an application of knowledge‐based concepts—
such as personal or professional ethics, effective management practices, or practical 
solutions—to the circumstances of the scenario and requires a student to draw upon his 
or her own experience, education, and expertise in analyzing and discussing the 
particular case. In a classroom setting, with students from a variety of professional and 
personal backgrounds, the use of the case study technique allows for an exchange of a 
variety of viewpoints and can enhance the awareness and knowledge of individual 
students. Such an instructional technique allows the student to hone his/her skills and 
abilities to probe an issue through effective inquiry, a necessary ability in an effective 
leader, and to develop skills needed for effective decision‐making and execution of 
public policy. 

The use of case studies as part of the Law Enforcement Leadership Initiative allows the 
reader to examine and apply the identified core competencies in the context of his/her 
“real world.” The particular case study, drawn from the Los Angeles Police Department 
(LAPD), offers a wide range of topics for discussion by law enforcement leaders. During 
the initial phase of the project the development of multiple case studies were 
considered. Although the value of case studies is well established in this document as 
well as major learning institutes to develop legal, medical and social science 
professionals, the cost associated with the development of additional case studies were 
viewed as to expensive at this point of the project. The application and use of case 
studies although commonplace in institutions of higher learning are noticeably absence 
from the majority of current training and development programs. 

Why Core Competencies? 

The SC determined  a “Core Competency Working Group” be formed primarily of SC 
members,  to examine the wide range of information obtained through PERF’s  Internet‐
based Needs Assessment ,  the project’s needs assessment, key interviews with law 
enforcement executives, the literature review, the Focus Group responses and findings;  
and the Inventory of Leadership Training Programs developed by PERF to further 
refine the core competencies, definitions and specific dimensions of knowledge, skills 
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and abilities needed for the development law enforcement leadership development 
programs. The purpose of creating this working group by the SC was to provide for an 
intensive discussion to resolve questions about working definitions, assumptions and 
interpreting the findings of the PERF survey, key interviews and the terminology to be 
used throughout the remaining discussion.  

The Working Group reviewed the aforementioned material, as well as material on 
competencies from the military and federal Executive Service, in detail. Following 
considerable discussion the group reached a consensus and made recommendations to 
the SC on the specific knowledge, skills, and abilities that should be addressed through 
the BJA LELI.  

Core competencies were determined by the SC to be the best options of actions, as 
“competencies” would be common in leadership wide development of current and 
future leaders in law enforcement. Additionally, core competencies are industry 
standards in the private and military sector viewed as the skills, knowledge and 
personal attributes contributing directly to the performance and success of a leader. 
“Common to the development of core competencies in most professions is the ability to 
create enhanced capacity to learn; adapt to an ever changing environment; and creating 
and transferring knowledge and insights”.26  After reviewing and synthesizing all of the 
available material, six core competencies for leadership were identified for current and 
future law enforcement executives, including: 

• Managing the Organization 
• Developing the Organization 
• Developing & Managing the Organizational Culture 
• Developing Personal Leadership 
• Engaging the Community 
• Ensuring Effective Public Safety 
 

For each of these core competencies dimensions, i.e., actions that would demonstrate 
performance of a core competency by a leader were identified. Knowledge, skills, 
abilities and personal attributes relevant to each core competency and dimension were 
grouped together.  After considerable deliberation, debate and discussion, information 
from the Core Competencies Working Group meeting was utilized to develop a matrix 

                                                            
26 David Garvin, “Building a Learning Organization”, Harvard Business Review, 70, Number 4, July/August, 1993. 
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which would serve as a guide to determined which core competencies were most 
relevant to law enforcement executives, managers, supervisors, experienced officers or 
deputies and new officers or deputies.   

Descriptions of core competencies, dimensions, and the knowledge, skills and abilities 
(KSAs) are developed as concise phrases rather than detailed descriptions of 
requirements.  The non‐existence of national standards or competencies for law 
enforcement leadership suggested the   suggested that communities, organizations, 
agencies, and institutions should tailor their approach to meeting each core 
competencies based on evidence derived from needs assessments of the individual or 
organization..   

Both groups, including the Working Group and SC further recommended that a “needs 
assessment” should be conducted in each law enforcement jurisdiction to build a bridge 
between core competencies and testing, training materials, promotional processes, and 
criteria for performance evaluation.  To assist in that work, the LELI Annotated 
Bibliography is organized by core competency.   
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CHAPTER 4 
GENERAL PROJECT OUTCOMES AND FINDINGS 

General Project Outcomes: 

Following nearly three and one‐half years of work devoted to creating core 
competencies for law enforcement leadership development, the Steering Committee 
developed a series of outcomes and recommendations for how to utilize and apply the 
core competencies in the operational settings. Consensus of the group pointed to the 
development of working outcomes which were straightforward and easily understood. 
SC members were nearly unanimous in their views about the importance of 
development of law enforcement leadership competencies; with some members 
expressing “the future development of law enforcement leaders will depend on  
development and institutionalizing core competencies in all developmental efforts and 
programs”27 Specific project outcomes developed by or adopted by the SC include the 
following: 

1. Working Definitions 

2. Core Competencies Description 

3. Applications of Core Competencies and Use 

4. Annotated Bibliography 

5. Case Study  

Listed in the following pages are descriptions of each of the specific five project 
“Outcomes”.  

1. Definitions  

The SC agreed the literature review showed there was little consensus on what 
constitutes core competencies for law enforcement leadership development, FirstPic Inc, 
staff in consultation with SC members, researched definitions from the human resource 
management literature and provided draft material that was finalized and adopted  by 
the SC.  

                                                            
27 Darrel Stephens, Chief of Police for Charlotte‐Mecklenburg Police Department and former President of Major Cities 
Chiefs Association 
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A. Core Competencies are a harmonious, intentionally constructed inventory of 
knowledge, skills, abilities, and evidence of sound character required for an 
individual or management team to lead a law enforcement agency ethically 
and effectively.  

• B. Knowledge.  Cognitive mastery through study and experience of the 
body of facts, truths and principles that must be applied to successfully 
perform the duties of a law enforcement agency leader. 

• C.  Skill.  Work, behavioral patterns or techniques, arising from talent, 
training or practice required to proficiently perform the tasks of a law 
enforcement leader.  

• D. Ability. Capacity or aptitude based on talent, training or other 
qualifications that are reflected in successful strategies and decision 
making by law enforcement leaders. 

• E.  Character.  Aggregate of features, traits and past accomplishments that 
suggest an individual is someone law enforcement staff will follow in an 
ethical direction.  

 

2. Core Competencies 

The primary focus or critical outcome of the BJA Law Enforcement Leadership Initiative   
was the development of a guiding document, straightforward, and understandable by a 
wide ranging audience, to provide a concise statement of core competencies, 
dimensions of those competencies based on input from a wide range of stakeholders, 
and the types of knowledge, skills and abilities that support each core competency.  
Guidance provided by the BJA LELI is critical for law enforcement officials, appointed 
and elected officials, human resource organizations, as well as the many other 
individuals and organizations with interest in developing current and future law 
enforcement leaders. This initiative is today for law enforcement leadership very similar 
to minimum standards for law enforcement hiring more than four decades ago. The 
importance cannot be overstated, as institutionalizing core competencies into leadership 
development will provide immediate and long‐term results, beneficial to communities 
and the law enforcement field.   

Promotional testing, performance appraisal, career development and training all are 
functions that should be driven by core competencies to be effective in helping develop 
the human capital of a law enforcement agency. The summary outcome of leadership 
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development and improvement based on core competencies should provide public 
safety and a quality of life expected in a free society 

Personnel and training staff should identify the specific information needed to define 
each topic of knowledge, skill and ability.  The substance of these core competencies 
must be tailored to each community.  Laws and other considerations will vary from 
state to state.  Demographic characteristics of communities will impact how core 
competencies are described and implemented.  The mission of each law enforcement 
agency may require researching information on these core competencies that will vary 
from state, county, or local levels.   

The matrix contained in Table 1 shows how the impact and utilization of these 
competencies, as well as the responsibilities associated with each, vary in intensity and 
scope as one progresses up an organization. At the entry level of law enforcement:,  

• personal leadership may impact only a small number of personnel within similar 
positions and centers on development of appropriate skills for future use;  

• management consists of responsibility for one’s issued equipment and 
accountability for one’s own actions;  

• little impact on the organization and its culture occurs beyond that which 
directly results from one’s own actions;  

• engaging the community generally consists of one‐on‐one contact with 
community citizens (both good and bad); and  

• ensuring public safety primarily focuses on an officer’s individual technical and 
tactical skills, for example, knowing how to don and utilize one’s personal 
protective equipment in a biohazard incident. 

The impact of these competencies expands as one rises through the formalized rank 
structure of a law enforcement organization taking on more complex issues and 
transitioning from a tactical focus for day to day function to a strategic approach. For 
example as a Chief executive officer:  

• personal leadership capabilities are key to developing and implementing the 
organization’s vision and defining its strategic direction;  
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• management skills are at the essence of ensuring proper, effective, and efficient 
operations of all elements of the organization;  

• it is the chief executive, through his or her actions or inactions, who sets the 
“tone” of the agency and both defines and shapes its organizational climate;  

• the chief executive is in constant contact with formal and informal community 
leaders and their respective organizations, allowing its citizens the opportunity 
to engage in defining the nature and quality of law enforcement services; and, 

• at this level, the leader ensures public safety through both a strategic approach to 
police operations and even personal involvement at the macro‐level during 
specific events, providing incident command and interagency coordination at the 
aforementioned biohazard incident, for instance. 

• the chief executive officer is responsible for organizational development, 
inclusive of succession planning and leadership develop to shape the future of 
the organization and provide a high quality of public safety services. 
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Table 1:  Demonstration of Behavior Related to Core Competencies 

Core Competency 

Level of Personnel 

New 
Officer 

Experienced 
Officer 

 

Supervisor

 

Manager 

 

Executive 

Developing Personal 
Leadership 

Medium Medium  High  High  High 

Managing the Organization  Low  Low  Medium  High  High 

Developing the 
Organization 

Low  Low  Medium  High  High 

Developing Organizational 
Culture 

Low  Low  High  High  High 

Engaging the Community  Low  Medium  High  High  High 

Ensuring Effective Public 
Safety 

High  High  High  High  High 

 

So from a practical perspective, what do the development of these core competencies 
and the identification of the dimensions and desired knowledge, skills, and abilities for 
each really mean? Of what use are they? 

From the perspective of a mayor or chief executive of a city or county, they offer an 
indication of what to look for in choosing the chief executive and other key leaders of 
the community’s law enforcement agency. The listing of dimensions allows these 
officials to prioritize the issues that are most important within their community and, via 
the identified knowledge, skills and abilities, analyze the preparation of applicants and 
even incumbents for such positions. 

For individuals currently in or desiring to be in positions of law enforcement 
leadership, the competencies, their dimensions, and their KSAs offer a road map for 
personal development and for the development of those within their chain of 
command. Such a structured approach is particularly important to progressive agencies 
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concerned with effective succession planning. This preparation can be complemented 
by access to the readings included in the Annotated Bibliography developed as part of 
the LELI Project. 

Human resource personnel concerned with selection and training can also find these 
competencies and their component parts of use. Selection processes for entry and 
promotion can be developed around the defined KSAs for specific leadership positions, 
and personnel evaluation processes can assess the performance of individuals along the 
identified dimensions. Training efforts can further focus on developing and reinforcing 
the appropriate knowledge, skills, and abilities required of various leadership positions 
in order to prepare future and support existing law enforcement leaders. 
 
General Findings and Implications 

In addition to the Project Outcomes, the Steering Committee and the three Working 
Groups developed general findings and implications related to law enforcement 
leadership development. The findings and implications should be utilized in future 
development of law enforcement leadership programs, as well as future research and 
development efforts to support core competencies or national standards for leadership 
development. 

Current Leadership Development Programs and Efforts 

• General evaluation of current leadership training programs by the 
Training Directors Leadership Working group indicates, although some 
programs represented the best practices, in general most programs lacked 
core competencies for the complex construct of law enforcement 
leadership.  

• There is too little bridging of theory and practice in most programs. 
• After leadership training, officers return to organizations that do not 

accept change. 
• Organizations are being led, but could be led much more effectively. 
• Too many programs teach leadership as just one component of 

management. 
• Most programs fail to address the political and community leadership 

components, a fatal flaw in today’s world. 
• There is a vast difference in the skill sets and training needed to lead 

larger urban and smaller rural law enforcement agencies. 
• Most leadership programs provide rank‐specific leadership training, but 

do not build leadership skills through the various ranks. 
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• Leadership training programs do not have an identified set of core 
competencies or standards required to be an effective law enforcement 
leader. 

• Lack of agreement on results, disparate programs assessment of trainers 
 

Core Competencies 

• Core competencies are essential to establishing a stronger, comprehensive 
leadership development process.  

• Core competencies can be institutionalized if they are adopted by standard 
setting organizations in the fields of law enforcement and public administration.  
Once that is accomplished, those core competencies create a national consensus 
that will promote consistency in leadership development by serving as a 
framework.   

• Law enforcement organizations will be able to utilize these competencies as a 
“map” to inform leadership of development choices and strategies for 
establishing agency based leadership development processes. 

• The existence of standards or competencies is fragmented at best and is largely 
theoretical in nature with most of the literature in law enforcement leadership 
being descriptive.  

• There has been little empirical study or controlled application in an 
organizational setting. 

• Although there are many leadership development training programs available to 
law enforcement agencies, a common weakness with most of the programs is 
they do not share a common language in defining the competencies that effective 
law enforcement leaders should be able to demonstrate. 

• A “needs assessment” should be conducted in each law enforcement jurisdiction 
to build a bridge between core competencies and testing, training materials, 
promotional processes, and criteria for performance evaluation.  (Note: The LELI 
Annotated Bibliography is organized by core competency and will assist 
jurisdictions).   
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• Leadership training programs must build and flow from first line 
supervision, through mid‐management levels, up to the executive level; 
and, the core competencies must be tied to case studies to ensure their 
relevance. 
 
 

Government Officials Involvement 
 

• Government leaders need to make a commitment to law enforcement 
leadership training including a reliable funding stream.  “We need to find 
a new way to measure effective leadership, not just the absence of 
problems. Training must attach itself to real time contemporary law 
enforcement problems”28.  

• A new approach to developing leadership talent must be identified. We 
must develop a “community of practice.”  

• There must be on‐going follow up training to maintain a high degree of 
competency and to develop future leaders in law enforcement 

• Elected appointed officials should establish broad base leadership 
development efforts within their respective communities to ensure 
diversity, community expectations, economic complexities, and critical 
role law enforcement leaders play in a free society. 
 
Overall Finding for the BJA, LELI 
 

• “Developing an Action Plan for the continuation of the BJA Law 
Enforcement Leadership Initiative is critical to maintain the momentum 
and movement toward adoption of core competencies for law 
enforcement leadership.  

• The LELI   has the potential to be of enduring importance to law 
enforcement.  

• BJA should the “brand” the LELI core competencies so it is readily 
recognized within the training and law enforcement communities. 

•  An action plan to continue this project should be developed to make this 
effort sustainable, both in cost and benefit.  

• Development and implementation of a major marketing campaign to 
identify the problem and demonstrate how the BJA LELI undertook such 
a significant law enforcement development project.  

   

                                                            
28 Training Directors Working Group meeting, Greenville, South Carolina, February, 2008 
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CHAPTER 5 
POLICY RECOMMENDATIONS 

The BJA Law Enforcement Leadership Initiative culminated with more than three and 
one‐half years of work, research and practical debate by a most diversified group of 
professionals, many whose names are symbolic, if not iconic with law enforcement 
leadership development over the past 50 years. Numerous benefits will be derived from 
the work products, deliberations and policy recommendations, some sooner than others 
and perhaps adopted in a pragmatic manner.  

When the BJA Law Enforcement Leadership Initiative was in its infancy, the OJP 
Assistant Attorney General convened a cross section of law enforcement leaders, along 
with researchers and academicians to examine and discuss a wide range of issues and 
to further create some order in the approach to “solve basic community and systemic 
problems”29.  Early on during the AAG’s “kitchen cabinet” discussions was the need for 
leadership development based on standards, deeply rooted in law enforcement 
agencies. This  initial discussion continued to a point, when a “call for action “was 
issued by the AAG, saying “the law enforcement profession should initiate the efforts to 
establish national standards for leadership development, similar to what the business 
and military sectors have established”30, noting that in both of those sectors, leadership 
development is not perfect, but where failures have occurred, in most cases it resulted 
from failure to act or make judgments well within the scope of the competency of the 
leaders.  

From the “kitchen cabinet” to the Law Enforcement Leadership Initiative, core 
competencies have been developed to guide chief executive officers, appointed and 
elected officials, researchers, academicians and other thought leaders influencing or 
making decisions about leadership development. Today, not to invest intellectual 
capital, time and resources in the development of leadership in law enforcement is 
comparable to the denial of the economic collapse witness around the world in this 
decade. Not preparing future leaders in law enforcement to meet the demands, 
challenges and complexities for the future is paramount to forecasting a continuous 
state of crisis.    

                                                            
29 Deborah Daniels, Assistant Attorney General for the U.S. Department of Justice, Office of Justice Programs.  
30 Deborah Daniels, AAG of the Office of Justice Programs. 
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Beginning at the initial BJA, LELI SC meeting it became clear to all the participants, the 
challenges would be significant and there would be no shortage of critics for a variety of 
reasons and rationales. Early on in the project development, there was an idea that a 
series of “standards would be developed, followed by a model curriculum and rounded 
out with resources and faculty or training staff to implement the new paradigm for 
leadership development in the 21st Century”31.   However the challenges recognized by 
the SC would make the project too “galactic in nature” to attempt such a sweeping 
series of changes. The makeup of the SC, including some of the “best minds” in the law 
enforcement field, guided the actions of the group to limit the focus to the “core 
competencies” required for leadership development. As reflected consistently in the 
literature review, key interviews, survey of current leaders and inventory and study of 
current leadership development programs, significant gaps existed in leadership 
development for law enforcement.   

Throughout the LELI Project it became increasing obvious there was a need for such a 
project and SC to establish the baseline for future discussions and development of 
leadership programs and efforts in the United States. The many thought provoking 
discussions by the SC reinforced the absolute need to fill in the gaps in leadership 
development and provide clear guidance on the core competencies to achieve 
professional standards for law enforcement leaders, both current and future. It was 
clear to the BJA LELI participants, project staff, and BJA staff, law enforcement 
leadership training and development efforts have advanced over the years.  However to 
accomplish greater levels of development, the law enforcement profession, public 
administrators, elected officials, academicians and professional organizations must 
commit to the adoption of, and use of “leadership competencies” to move the 
professional development of current and future law enforcement leaders beyond the 
status quo toward standards of excellence.  Failure to make the necessary investment in 
intellectual capital and other resources by the aforementioned groups, individuals and 
organizations is acceptance of the status quo and crisis generated from ignoring the 
need for improvements in law enforcement leadership development. As one SC 
member cited, “to ignore the need for core competencies or standards for law 
enforcement leadership is acceptance of past issues of crisis in human rights, integrity, 
public safety and human dignity”.   

                                                            
31 Member of the BJA Law Enforcement Leadership Steering Committee during initial meeting, 2005 
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From the findings reached through the BJA LELI, the following policy recommendations 
are set forth for consideration: 

Law Enforcement 
Current law enforcement leaders and executives, chiefs of police, sheriffs and state 
agency heads should: 

1. Require all leadership training and development programs to identify each of the 
competencies developed by the BJA LELI included in their programs. 

2. Require all leadership training and development programs be composed of the 
BJA LELI competencies and demonstrate how each is incorporated in programs 
of learning. 

3. Commit to the development of future leaders in law enforcement, establishing 
broader pools of leaders to address future issues, problems, as well as leading 
organizations. 

4. Promote the adoption of “core competencies” by professional and accrediting 
organizations in developing, modifying or delivering leadership programs. 

5. Integrate leadership development at all levels of the organization and emphasize 
the competencies throughout hiring and professional development of law 
enforcement personnel. 

6. Establish leadership competencies and/or standards to be included in all efforts 
to educate, train and develop personnel. 

7. Promote the adoption of the core competencies by all professional, accrediting 
and standards setting organizations. 

8. Require that “core competencies” be incorporated in developing leaders for the 
future.   

 
Mayors 
Current mayors should: 

1. Invest intellectual capital and resources in leadership development efforts, 
requiring the core competencies be included in all educational, training and 
development efforts utilized by the law enforcement executives. 

2. Create policy level commitments to develop leadership in local law enforcement 
agencies based on core competencies and promoted by professional organizations 
representing elected mayors. 
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3. Advance the priority of law enforcement leadership development in local and 
state governments to that of other fundamental issues such as economic 
development, higher education and public health. 

4. Require the adoption of core competencies in the selection, hiring and 
advancement processes utilized by local government human resource 
development agencies. 

5. Advance as minimum standards, the leadership core competencies in all local and 
state boards, commissions and others regulating hiring, advancement and 
selection organizations, agencies or departments. 

6. Promote leadership core competencies for law enforcement to private and public 
sector groups, organizations or agencies; and the public. 

 
City/County Managers 
Current city/county managers should: 

1. Invest in leadership development efforts, requiring the core competencies be 
included in all educational, training and development efforts utilized by the law 
enforcement executives. 

2. Create policy level commitments to develop leadership in local law enforcement 
agencies based on core competencies and promoted by professional organizations 
representing elected mayors. 

3. Advance the priority of law enforcement leadership development in local and 
state governments to that of other fundamental issues such as economic 
development, higher education and public health. 
 

4. Require the adoption of core competencies in the selection, hiring and 
advancement processes utilized by local government human resource 
development agencies. 

5. Advance as minimum standards, the leadership core competencies in all local and 
state boards, commissions and others regulating hiring, advancement and 
selection organizations, agencies or departments. 

6. Promote leadership core competencies for law enforcement to private and public 
sector groups, organizations or agencies; and the public. 
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Training Professionals 
All training professionals, educators and facilitators of law enforcement leadership 
development should:   

1. Adopt the core competencies as minimum standards for all programs of learning. 
2. Incorporate the application of the core competencies in all levels of training and 

development from initial recruit levels to advanced levels of training and 
development. 

3. Require all training and development standards be based on the core competencies. 
4. Adopt and promote the application of core competencies by all professional and 

accrediting organizations.  
5. Establish performance measures for leadership development programs 
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CONCLUSION 
  
The Bureau of Justice Assistant’s Law Enforcement Leadership Initiative focused on a 
refined mission to develop “core competencies” for law enforcement leadership 
development. Steering Committee members devoted hundreds of hours of intellectual 
capital and time to develop guidance on what should be included in leadership 
development strategies, programs and development.  Additionally, the Steering 
Committee has provided “guidance and direction” for BJA, the law enforcement 
profession, researchers, academicians and standard setting organizations to advance 
and improve leadership develop, particularly with regards to future leaders in law 
enforcement.  The BJA, LELI Project’s outcomes include products that will allow leaders 
to bring current leadership efforts into focus by providing guiding principles, core 
competencies and definitions for elements of law enforcement leadership.  By speaking 
the same language, membership associations, chiefs, sheriffs, city/county managers, 
mayors, human resource managers, civil service commissions and elected officials can 
work together more effectively to promote effective law enforcement leadership. 
 
It will take time and significant commitment for this new language to be adopted.  
Further, it will be important for leaders to ask current leadership training programs to 
explain how they address core competencies before sending staff to attend those 
sessions increasing the likelihood of a greater return on their investment.  Human 
resource managers will need to begin to evaluate promotion and performance appraisal 
practices and take steps to base them on these core competencies.  Community leaders 
need to ask how staff development funding is used to promote these core competences 
and strengthen law enforcement leadership. Over time, this framework can strengthen 
our collective efforts to make communities safer through the good work of effective law 
enforcement leaders.  In the long term, the   partners need to play critical roles in the 
successful adoption of the developed core competencies. 
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POLICE LEADERSHIP: A REVIEW OF THE LITERATURE 

 

Introduction 

  In 2006, the U.S. Department of Justice Bureau of Justice Assistance funded the Law 

Enforcement Leadership Initiative (LELI) and tasked that project with identifying the critical 

core competencies needed in a contemporary law enforcement leader, regardless of rank. As part 

of developing these core competencies, the LELI project was also charged with conducting a 

literature review reflecting the status of literature useful to law enforcement leadership 

development; creating an annotated bibliography of books and monographs applicable to law 

enforcement leadership; and developing a series of case studies which could be used in 

leadership development classes and which relate to the identified core competencies. 

 

The Law Enforcement Leadership Initiative 

The LELI is designed to increase the profession’s understanding of leadership 

competencies needed for law enforcement. While considerable writing and research exist about 

leadership development in the private sector and the military, similar efforts for law enforcement 

are incomplete. Through research and the involvement of subject-matter experts from a wide 

array of professional organizations, LELI is constructing baseline competencies for law 

enforcement leadership development. 

The LELI is focused on identifying leadership competencies for law enforcement, from 

entry-level officers through senior executives. These competencies will reflect the core 

knowledge necessary to prepare officers for their leadership role in the organization, regardless 

of rank or assignment. The compilation of these competencies will reflect core values such as 

integrity and a commitment to the principles embodied in the Constitution, as well as skills such 

 1



as effective communication, understanding of social context, and problem-solving in multi-

cultural settings. When completed, the proposed competencies will serve as an outline to identify 

what officers at a particular rank and level should be receiving as part of their leadership 

development. The objective of LELI is to develop these competencies in conjunction with key 

law enforcement organizations, then deliver them to local, State, Federal, private, and academic 

institutions that provide law enforcement education and training. 

As indicated, the private sector and the military have devoted significant attention to 

leadership development. Similarly, academic and professional literature within law enforcement 

and criminal justice has focused on leadership knowledge and skills. A logical beginning of the 

Law Enforcement Leadership Initiative would thus be to examine the relevant literature that 

exists on this critical topic. 

 

Introduction to this Literature Review 

Leadership has always been vital to the law enforcement community, but, as policing has 

become more complex and challenging in the early years of the 21st century, its effectiveness has 

become even more crucial. Police executives and managers are now called upon to deal with 

more involved problems affecting public safety, increasingly diverse communities with 

competing expectations for their protection, and changing internal organizational issues and 

workforces.  

As a result, law enforcement organizations are finding it necessary to increasingly devote 

time, energy, and money to leadership development based on the premise that effective 

leadership is more than just a set of innate characteristics; it rests upon diverse but interrelated 

core competencies, knowledge, skills, and abilities. Police agencies are answering, through their 

actions, the question of whether leadership can be taught. With such efforts, police literature 
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reflects, from both an academic and a practitioner perspective, the increasing body of knowledge 

in the field of law enforcement leadership and its development. This review, then, summarizes 

contemporary writings on police leadership and examines research designed to assess the impact 

of such efforts. It was initially begun by staff of the Police Executive Research Forum and 

completed by individuals under contract with the Bureau of Justice Assistance through this 

particular grant. 

However, as is frequently the case, the focus of law enforcement efforts on this critical 

issue lags behind that of general government and the business community. Many of the texts 

used in law enforcement leadership development courses and the characteristics identified in 

successful law enforcement executives find their genesis in more generic writing on leadership 

and its development. The study of law enforcement leadership may be viewed, then, as a subset 

of the study of leadership in general and governmental leadership in particular, and, as a result, 

this review will begin by first examining that broader body of writing on leadership issues. 

It should be noted that, as in the case of reviews used in academic research and 

dissertations, this literature review is not intended to be a comprehensive analysis of all literature 

involving law enforcement leadership. It does not provide an historical view of law enforcement 

leadership as it has developed through the various stages of law enforcement professionalism, 

including the issues impacting diversity and organizational change, nor does it pretend to focus 

on the myriad themes that may be present in all discussions of law enforcement leadership; it 

does not provide an analysis and contrast, for instance, of the differences between the EQ 

(emotional intelligence) and IQ (cognitive intelligence) found in law enforcement leaders. 

Instead, however, it is intended to scrutinize the leadership literature which focuses on the 

competencies, characteristics, and expectations of leaders in organizations in general, as well as 
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in law enforcement and, because of their striking similarities in responsibilities, expectations, 

and preparation, military organizations.  

 

Looking Beyond Law Enforcement 

While the study of leaders and the traits of effective leadership can be traced to the days 

of Sun Tzu, the subject has taken a renewed academic and professional focus over the last 25 

years. Although a tremendous number of books and articles have been written on the topic of 

leadership, this review will examine some of the major works currently in use in leadership 

development and some of the authors who have had an impact on public and private leadership 

development. 

In 1997, in developing an annotated bibliography on police leadership published in 1998, 

the Florida Criminal Justice Executive Institute surveyed graduates of its Chief Executive 

Seminar and Senior Leadership Program, asking them to identify the five most influential 

leadership books they had read. Among the most commonly identified were In Search of 

Excellence, Leaders, The Leadership Challenge, and Control Your Destiny or Someone Else 

Will. 

Peters and Waterman (1982) documented their research into the practices and traits of 

successfully managed companies in In Search of Excellence. They identified the distinguishing 

features of such private sector companies as a bias for action; closeness to their customers; 

autonomy and entrepreneurship; productivity through people; hands-on, values driven; sticking 

to the knitting; simple form, lean staff; and simultaneous loose-tight properties. Their work was a 

call for movement from the typical pre-1980s paradigm of management to a new enlightened 

version which includes, but did not yet clearly define, leadership. The latter would be addressed 

in subsequent writings. 
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Peters and Austin (1985) built upon the initial lessons of In Search of Excellence in a 

follow-up work, A Passion for Excellence. While Peters’ first work was a broad-brush view of 

excellent performance, the second book placed the “best of the best” corporations under a 

microscope. Peters and Austin suggested a simple model: ultimate organizational success means 

care of customers, constant innovation, and turned-on employees. Beyond that, leadership must 

be involved in all levels of the organization. Such leadership involves vision, cheerleading, 

obsession, paying attention to what’s important, creating heroes, coaching, and the most familiar 

phrase of the book, “management by walking around (MBWA).” It is interesting to note that 

these early concepts articulated by Peters and Austin are found throughout leadership literature 

even today. 

 In Leaders, another of the earliest leadership studies, Bennis and Nanus (1985) created 

the classic distinction between managers (“people who do things right”) and leaders (“people 

who do the right things”). Using the experiences of 90 leaders who participated in their study, 

Bennis and Nanus focused their discussion on four human handling skills, or strategies, 

embodied by these leaders: attention through vision; meaning through communication; trust 

through visioning; and deployment of self through positive self-regard. Their work is a call for 

the exercise of public and corporate leadership, for empowerment rather than the exercise of 

power, and for a recognition that the historic myths of what a leader is hold future leaders back. 

 One of the most used books in the areas of leadership development is The Leadership 

Challenge, first published in 1987, with its 4th Edition published in 2007. Its authors, Kouzes and 

Posner, contend that leaders who get extraordinary things done in their organizations engage in 

Five Practices of Exemplary Leadership, each of which is further defined by additional specific 

behaviors, or commitments, which contribute to their leadership success. These extraordinary 

leaders distinguish themselves by the methods by which they:  
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• Model the Way. 

• Inspire a Shared Vision. 

• Challenge the Process. 

• Enable Others to Act. 

• Encourage the Heart. 

Using concepts originally based on a study of a number of successful leaders and the 

organizations in which they work, the series of publications by Kouzes and Posner now includes 

a Leadership Practices Inventory, a Workbook for applying the lessons of The Leadership 

Challenge, and additional books, such as Credibility (2003) and Encouraging the Heart (2003), 

which expand on central themes. A more recent work, A Leader’s Legacy (2006). focuses on the 

question frequently asked by many leaders: What is the legacy I leave by what I have done? 

In Control Your Destiny or Someone Else Will, Tichy and Sherman (1993) provide an in-

depth analysis of the principles used by CEO Jack Welch to revolutionize General Electric. They 

articulate his six rules of success:  

• Control Your Destiny or Someone Else Will. 

• Face Reality As It Is, Not As It Was Or As You Wish It Were. 

• Be Candid With Everyone. 

• Don’t Manage, Lead. 

• Change Before You Have To. 

• If You Don’t Have a Competitive Advantage, Don’t Compete.  

Theirs is a critical commentary on the effect of leadership, the need for change in larger 

organizations, and the ability to transform a major corporation. The discussion is applicable to 

criminal justice as the profession attempts to respond to changing needs and expectations in 
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society. As Tichy and Sherman note, “Management is fine as far as it goes, but leadership is the 

way to win. GE has created an organization designed to demand leadership from every one of its 

members.”  

One of the more popular books in the last several years, Good to Great, Collins, (2001), 

focuses on the characteristics of those corporations able to achieve and sustain outstanding 

performance over a period of time. Using data developed from an in-depth study of 28 

companies over a 5-year research period, Collins and his research team identified a number of 

determinants of greatness in the most continuously successful companies: 

• “Level 5” Leadership, the highest level in Collins’ hierarchy of executive 

capabilities, combines personal humility and professional will. 

• The hiring and assignment of the right people to the right positions. 

• The ability to maintain unwavering faith in the organization’s vision, yet 

confront its current realities, no matter how brutal, in a corporate culture 

which supports an open and on-going exchange of truthful information. 

• A culture of discipline. 

• An understanding by the leadership of what the organization can be best at, 

what drives the organization’s economic engine, and what the organization 

can be passionate about—and a concentration of its efforts on the conjuncture 

of those three elements. 

• Technology accelerators to support the organization’s forward movement. 

• A recognition that organizational transformation does not happen overnight. 

Other authors have individually written extensively about leadership, its principles and its 

development. John C. Maxwell, for instance, has written more than 40 volumes, including 

Failing Forward, Developing the Leader in You, Developing the Leaders Around You, Your 
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Roadmap for Success, Winning with People, The Winning Character, The 21 Irrefutable Laws of 

Leadership (1998), and The 21 Indispensable Qualities of a Leader (1999). Particularly as a 

result of the ease with which they can be read and understood, the latter two texts are frequently 

used in basic leadership classes and include such qualities as competence, charisma, courage, 

initiative, passion, self-discipline, and vision, and such laws as: 

• Leadership develops daily, not in a day. 

• Trust is the foundation of leadership. 

• Anyone can steer the ship, but it takes a real leader to chart the course. 

• Only secure leaders give power to others. 

• Leaders understand that activity is not necessarily accomplishment. 

• A leader’s lasting value is measured by accomplishment. 

A more recent work by Maxwell, The 360° Leader (2005), suggests that the middle of an 

organization is often the best location from which to practice and exercise one’s leadership skills. 

The key principles of the work focus on methods by which an individual can lead up, lead 

across, and lead down within his/her organization. Using numbers as is his convention, Maxwell 

identifies seven myths of leading from the middle of the organization; seven challenges that a 

360°  leader faces; nine principles to practice when leading up in the organization; seven 

principles in leading across the organization; seven principles in leading down within the 

organization; and five values of a 360°  leader. 

Many authors have worked to make leadership concepts and skills understandable for the 

general public; there is, not surprisingly, a Leadership for Dummies, Loeb and Kindel (1999), 

designed to simplify the application of leadership principles in daily life. Additionally, a number 

of authors, in an effort to encourage expanded public interest in leadership, have attempted to 
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apply leadership principles to the words and lives of historical—and some fictional—figures. By 

the nature of their subject, these figures add a unique twist to the study of leadership and how 

effectiveness can be both taught and judged. Such literature includes: 

• Elizabeth I CEO: Strategic Lessons from the Leader Who Built an Empire 

• Leadership Lessons of Ulysses S. Grant 

• Leadership Lessons of Robert E. Lee 

• The Way of the Warrior: Business Tactics and Techniques from History’s 

Twelve Greatest Generals 

• Leadership Secrets of Attila the Hun 

• The Mafia Manager: A Guide to the Corporate Machiavelli 

• Leadership Secrets of the Rogue Warrior: A Commando’s Guide to 

Success 

• Lincoln on Leadership 

• The Genius of Sitting Bull 

• Sun Tzu: The Art of War for Managers 

• Hitler and Churchill: Secrets of Leadership 

 

 

Law Enforcement Leadership 

Early police administration texts, such as O.W. Wilson’s classic Police Administration, 

V. A. Leonard and Harry W. More’s Police Organization and Management, and the 

International City Management Association’s Municipal Police Administration series, focused 

on traditional management techniques applied within the law enforcement environment. Yet, 
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concurrent with the renewed interest in leadership in corporate and other public arenas, the role 

of police chiefs and sheriffs as organizational and community leaders has been of increased 

interest to scholars and practitioners, especially over the last 20 years. Geller (1985) edited one 

of the earlier volumes on police leadership, Police Leadership in America: Crisis and 

Opportunity. The anthology explores the problems of policing and reflects on traits that 

successful police leaders need. Two themes guide the organization of this book: 1) who runs the 

police and, as important, who should run the police? and 2) policing remains in a crisis in spite of 

significant organizational, social, and technological advances, yet the emergence of strong 

leaders offers an opportunity for even greater progress. Contributors to the book included a mix 

of 16 current or former police executives and 16 academics. The book’s 41 chapters are arranged 

in eight sections:  

• The chief as a major municipal policymaker  

• The chief and the community 

• The chief and the media  

• Police discipline  

• The chief, the law and lawyers  

• The chief and the union 

• The chief, the police and crime control 

• The direction of police professionalism  

This work, although lacking section summaries, offers insightful information for law 

enforcement executives on the wide range of roles and issues they need to master to be 

successful leaders.  

A much more focused work by Scott, Managing for Success: A Police Chief’s Survival 

Guide, (1986) explores the skills, knowledge, and abilities a police chief must possess in order to 
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survive. The knowledge of veteran chiefs is summarized into actions the new chief should take at 

several points in his job tenure: before being appointed the new chief, between the 

announcement of the appointment and the first day of the job, during the beginning of the job 

while getting established and touching all the bases, and during the honeymoon period. For each 

of these phases, Scott sets out a series of tasks that should be performed. The skills necessary to 

accomplish these tasks go to the heart of leadership and can be summarized as developing 

knowledge about the agency, its history, and its political and social environment; developing 

lines of communication both internally and externally; creating a common vision for moving the 

department forward; selecting the right people in command and management roles; assessing the 

organization; building support for the organizational and its mission and vision; and leading in 

times of crisis. 

 One of the classic works on police innovation and change, The New Blue Line: Police 

Innovation in Six American Cities, Skolnick and Bayley (1986) examines the unique institutional 

character and law enforcement innovations used to cope with the urban crime problem in six 

cities: Detroit, Santa Ana, Houston, Denver, Oakland, and Newark, Reflecting on research 

conducted over the previous 2 decades, Skolnick and Bayley focus their discussion on how the 

philosophy of police leadership can shape the direction of innovation; assumptions and 

experiences leading to innovation; requirements of successful innovation; factors and trends 

which can facilitate or impede innovation; and the opportunities for change in the future of 

American law enforcement. 

An undated article by Hansen maintains, “The same leadership principles that turn 

around private organizations and military units can be used to change police organizations and 

motivate personnel.” Hansen describes a variety of leadership styles, including job-oriented, 

employee-oriented, team management, and situational leadership, and enumerates a number of 
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key leadership traits, including intelligence, personality, ability, the assumption of the leadership 

role, the closeness of supervision, and an orientation toward employees. Hansen concludes that 

police leaders must shift their emphasis from employee control to employee team building. 

Police executives should “work to develop the traits found in [other] effective leaders,” and, to 

be successful, should study effective leadership styles. 

Heck (1990), in an unpublished doctoral dissertation, examined how state-level law 

enforcement executive development programs were creating a cadre of police leaders, analyzing 

course characteristics and content and gathering program information from course material. He 

compared programs to a recommended executive training model. Ultimately, Heck presents a 

model of the basic content for executive development training “derived from indications in the 

literature as well as from existing programs at the international and state levels.” Heck’s model 

curriculum organizes 26 topics into eight categories: 

Administration 
Administrative Management 
Organizational Management 
Styles of Organizational Behavior 
Change Management 
Modernization through Leadership 
Role of the Manager 
Future of Public Management 

Legal Issues 
Vicarious Liability 
Personnel and Equal Employment Issues 

Financial/Technical Issues 
Budgeting and Financial management 
Theory and Politics of Fiscal Planning 
Policy Development 

Communication 
Verbal/Non-Verbal Communication 
Written Communication 

System Relationships 
Media Relations 
Labor Management Relations 
Systems Approach to Public Management 

Personnel Issues 
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Discipline 
Motivation 

Executive Survival 
Critical Issues in Law Enforcement 
Problem Solving 
Stress and Police Managers 
Conflict Management 

Management Technology 
Computer Analysis 
Research Methodology 
Management of Information Systems 

 
In 1991, Geller edited another classic volume on policing, the 3rd Edition of the 

International City/County Management Association’s “Greenbook” on Local Government Police 

Management, which covers a wide range of topics about policing and law enforcement issues. In 

one of the early chapters, Stephens sets the stage for the book’s approach to leadership: 

“Imaginative leadership is required to lead police organizations as they evolve in the years 

ahead, and the remainder of the book is devoted to developing that leadership capacity.” The 

remainder of the work provides management information on a variety of issues, including basic 

police services; special challenges, such as local drug control and organized crime; departmental 

infrastructure; external linkages; and continuity in a time of change. 

In a 1992 article, Sewell held that the successful law enforcement executive is best 

defined as a “blend of abilities, characteristics, and traits acquired through education, training, 

and real-world experience.” He discussed five core areas as particularly necessary: 

• Leadership 

• Management 

• Recognition and understanding of the community 

• A well-rounded understanding of the profession 

• Allegiance and loyalty to the organization 
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According to a later article by Sewell (1996), instructors who teach police management 

and leadership need to focus on what he refers to as “a set of professional basics:” reading, 

writing, rhetoric, and roots. By reading professional journals and newspapers, executives can 

stay current with important issues that concern their audiences and that can ensure the success of 

their agencies. The executives can then communicate their ideas on those topics through written 

statements or dialogues with a variety of audiences in the community, including the media, the 

public, and their own officers, action which requires skills in both written and oral 

communication. Sewell believes that an executive should be “grounded in underlying 

philosophies, values and experiences that form the basis for decisions, actions and displays of 

leadership,” i.e., his or her roots. Executives must be able to show that they abide by those 

philosophies when making decisions for the organization or department. Sewell concludes that 

learned skills must be effectively integrated with natural abilities to prepare law enforcement 

executives for the leadership roles they must assume.  

In the 1998 work, Transforming Leadership, Anderson, Ford, and Hamilton applied the 

principles of transformational leadership to police, justice and public safety. Their skill 

development approach seeks to integrate various leadership models so that the organization 

becomes a high performing team. They offer a leadership skills self-assessment tool, then 

provide guidance on specific leadership skills including personal mastery, interpersonal 

communication, counseling and problem management, team and organizational development, 

and adopting a versatile approach to leadership style, skills and role.  

The International Association of Chiefs of Police (IACP) President’s Leadership 

Conference (1999) was designed to produce guidelines for current and aspiring chiefs to achieve 

and sustain success. These efforts were the result of carefully selected, nationally recognized 

teams of practitioners. They were brought together to examine the changing roles of police 
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executives and the need to manage the present and future community and organizational 

environments while keeping all constituencies satisfied.  

Conference participants recognized numerous ‘forces of change’ in the department, 

community and local government that have an effect on expectations and requirements in police 

leadership. To accommodate these ‘forces,’ conference participants created a list of 

recommended traits that police executives must exemplify, including: 

 
• Bringing a passion for the job. 
• Understanding your personal vision. 
• Creating community partnerships. 
• Prioritizing victim services and customer satisfaction. 
• Becoming the center of leadership…developing leaders at all levels of the 

organization and mentoring them in a way that promotes their career 
advancement. 

• Fostering debate, innovation, and excellence. 
• Thinking collaboratively. 
• Coaching and facilitating.  
• Fashioning a diverse organization. 
• Continually evaluating change forces…keeping an eye on internal and 

external changes. 
• Understanding change in a timely fashion allows a chief to be proactive. 
• Mastering the vital art of effective communication. 
• Remaining a student…being cautious not to become preoccupied with 

issues and staff; donating some time to self-development. 
• Practicing political humility…striving to keep name recognition equal to 

or less than the mayor or other chief political figure. 
• Leading change throughout government. 
• Raising professional standards. 
• Not allowing oneself to get bogged down, i.e. delegating essential 

functions and making quick decisions when problems arise and are 
identified.   

 

For many law enforcement agencies, educating leaders and helping them adopt the sorts 

of traits listed above is very difficult, particularly given budget constraints. One option available 

to departments to overcome such financial obstacles is to combine resources with surrounding 

agencies and create local leadership development programs. Mahaney (2000) describes such a 
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program developed and led by the Alabama Department of Public Safety (DPS) and maintains 

that this effort resulted in economical and effective training for state agencies. He concludes that 

the Alabama approach may be a model for States wanting to create a similar program.  

Baker’s 2000 work, updated in 2005, seeks to move beyond police management to focus 

on “effective police leadership.” He divides his analysis of leadership into four sections: Shaping 

the Social Climate; Effective Leadership; Direction and Excellence; and Charting the Course. 

The first three topic areas provide knowledge about the range of issues that a law enforcement 

executive needs to master. The final section describes specific skills, including “Critical 

Thinking, Planning and Problem-solving;” “Evaluation: How do we know when we have 

arrived?” and “Effective Leadership Can-do points.”  

French and Stewart (2001) report on the use of progressive models of leadership in a law 

enforcement environment (Florida Department of Insurance Treasury and Fire Marshal’s 

Division of Fraud) that inspired a vision and enabled others to act. They argue that law 

enforcement leaders need to create an organizational culture that is flexible, open, and goal- 

oriented, while still empowering its employees. 

Alsabrook et al, (2001) present five leadership principles they claim help create an 

effective, well-led law enforcement agency. The first principle is management by leadership. The 

authors suggest that leading by example is central if officers are going to listen to managers. 

Managers must be able to demonstrate what to do through a strategic plan and commitment to 

that plan.  

The second key principle is vision and mission. Leaders must enable officers to feel they 

can unite behind a common purpose to achieve the agency’s goals. The agency’s core values 

must be communicated. Alignment, the third principle, is the process of keeping policies and 

practices consistent with the agency’s vision, mission, and strategies. The fourth principle 

 16



consists of training and development. Training is integral in the agency’s effort to achieve long-

term success, and, from recruits to field training officers, professional development should be a 

primary concern. Teamwork is their final principle. For the agency to run smoothly, all parties 

must work together for a common goal. Strengths and weaknesses will balance out with good 

teamwork, Alsabrook and his co-authors maintain.  

Wuestewald et al. (2002) suggest increased partnerships between law enforcement and 

universities as an approach to enhance police leadership development. As they indicate, 

“Universities generally possess the physical and academic assets required to develop effective 

management training programs. Partnerships between local law enforcement agencies and 

colleges may be a cost-effective strategy for workforce development.”  

In making this point, they cite two examples of this type of collaboration: Northwestern 

University’s Center for Public Safety and the University of Louisville’s Southern Police 

Institute. The Southern Police Institute was created to provide police management training on an 

international scale and operates under the University’s Justice Administration program. The 

Northwestern University Center for Public Safety has trained thousands of officers in a number 

of areas including traffic safety, specialized skills, and management techniques.  

 It is clear that cooperation between universities and police can be mutually beneficial. 

According to Wuestewald et al (2002), law enforcement officials will have better access to 

leadership programs, while universities can expand their student body and take advantage of the 

real-life experiences officers bring to the classroom  

James (2003) describes a 2001 project in which a group of police executives from the 

Chicago area, working with members of the Suburban Law Enforcement Academy at the College 

of DuPage, examined both the attitude change among veteran officers over time and their 

training needs. The highest priority, they discovered, was a need for leadership training since 
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veteran officers often assume the role of both formal and informal leader, regardless of their 

desire to be good leaders. Giving them training in effective leadership skills, ethics, and wellness 

skills, the officers argued, will improve both their performance and those whom they lead.  

Keller (2003) presents another approach to police leadership. He discusses the “POLICE” 

Leadership Methodology, an acronym for Planning, Organizing, Liability, Information, Control, 

and Ethics. He then proposes a comprehensive model for strategic leadership composed of these 

elements. Keller suggests that law enforcement executives can implement this model in the 

immediate, short-term future to become more strategic leaders. Such an approach is especially 

necessary in an environment in which leaders have been experiencing a loss of resources, but at 

the same time are expected to accomplish more. Keller maintains that strategic leadership is best 

described as a tool for executives who want to be more effective by doing less.  

Grinder (2003) holds that police managers across the country face similar problems of 

low morale and distrust of management. The answer to this problem, according to Grinder, is for 

police executives to adopt a people-oriented leadership style which focuses more on the people 

working the process rather than on the process itself. People-oriented leaders know their people, 

their strengths, and how to motivate them. Grinder maintains that Herman Goldstein’s leadership 

problem-solving model can be used to fulfill the mission of an organization by cultivating the 

organization’s “people power.” This may require departing from the conventional wisdom of 

accepted management theories but “people oriented policing” can be implemented by proper 

matching of people to jobs, clearly setting expectations, and continually focusing on employee 

motivation and employee development. 

According to Greenberg and Flynn (2003), leadership is required for managing change 

effectively. Both internal and external forces affecting a police department can bring about 

change. Internal forces are exemplified by budget shortfalls and collective bargaining 
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agreements; external forces include a sudden increase in serious crime or a lack of qualified 

recruits. Greenberg and Flynn suggest that successful leaders seize and direct the change process, 

regardless of the precipitating event, and recognize that resistance to change will surface. Strong 

leaders will overcome such resistance by addressing those issues of greater importance to 

department personnel before others. Characteristics of successful leaders of change listed by 

Greenberg and Flynn include:  

• Creating and conveying vision.  

• Embracing values.   

• Recognizing that the organization exists to serve the community.  

• Valuing human resources. 

• Communication. 

• Being proactive. 

• Taking risks.  

Editors Adlam and Villiers (2003), and their contributing authors, explore police 

leadership primarily in a British context. In his introduction, Villiers, according to a review by 

Ginger (2004), explores models of police leadership and describes three defects with current 

police leadership approaches. “Presenteerism” is an inability to delegate, over attention to 

tactical detail, failure to distinguish between urgency and importance, and confusion between 

time-on-job and productivity. “Unwillingness to consider alternatives” results in failure to test 

ideas and an unwillingness to cast away beliefs that are disproved logically or operationally. 

“Autocracy” confuses decisiveness, vigor and confidence with autocratic leadership. Villiers 

maintains that police executives need to be transformational leaders and fully embrace a model 

that blends effectiveness, ethics, and philosophy to create police organizations based on consent 

and participation.  
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In a follow-up chapter, Adlam says attempts to link the concept of leadership with ethics 

and philosophy in the British police college at Bramshill have been difficult because curriculum 

changes are usually dependent on student feedback. He poses a question critical to any 

leadership development: If the content of police leadership development programs depends 

primarily on the ideas of those being trained, in the future, will we acquire the leaders needed to 

successfully guide 21st century policing?  

In the concluding sections of the work, Villiers and Adlam maintain that integration of 

ethics, philosophy, and leadership will enable police executives to keep a sharp focus on the 

constitutional issues while centering efforts on crime control and achieving performance goals. 

They further recommend six areas on which police executives should focus:  

• Service – to members of the agency and the public.  

• Unselfishness. 

• Strategic Awareness – sensitivity to the wider social, cultural, political and 

business environment of the police organization.  

• Support – of subordinates and the public.  

• Professional Excellence. 

• Endurance with Integrity.  

According to Morreale and Ortmeier (2004), effective law enforcement leaders nurture their 

subordinates and encourage them to develop as independent and contributing members of the 

agency. Thus, a leader needs to have confidence and a willingness to try new approaches. 

Leaders also encourage others to become involved in the process. Because leaders have many 

roles, leadership training should address a wide range of skills. As a beginning point for law 

enforcement leadership, the authors discuss the executive core qualifications (ECQs) created by 

the U.S. Office of Personnel Management, which include: 
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• Leading Change 
 

• Leading People 
 

• Driving Results 
 

• Business Acumen 
 

• Building Coalitions and Communication 
 
With heightened public attention and expectations of police, managers must develop and use 

these leadership skills, according to Morreale and Ortmeier. Those who demonstrate such 

leadership competence stand a better chance of success in their jobs.  

Polisar (2004) describes the work of the IACP in leadership development, an effort 

sponsored by the Office of Community Oriented Policing Services. Polisar maintains that for a 

police organization to be successful in the 21st Century, police executives must take an active 

role in leadership development. He cautions that the scarcity of leadership development materials 

and the absence of a comprehensive model for leadership development in a police agency have 

made it difficult for police executives to develop and implement an agency-wide leadership 

development system. The focus of the IACP model, says Polisar, is its distinguishing feature of 

the concept of “every officer a leader.” This model is one of “dispersed leadership,” designed to 

address leadership as an agency-wide concept reaching all ranks and positions. Top executives 

should establish expectations that all employees are leaders within their domain. The 

organization should then provide training, support and incentives for those who take on 

appropriate leadership roles.  

A key element for the success of modern law enforcement organizations, says Gregory 

(2005), is competent and effective leadership. Through research conducted within the Florida 

Highway Patrol (FHP), he identified key components of an effective leadership development 

program. Due to normal attrition, substantial changes in management philosophy, and 
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implementation of new operational procedures, FHP had a large group of first-time managers 

and supervisors in the mid to upper management level. Leadership program development for his 

agency, Gregory concluded, should be based on the Michigan State Police Leadership 

Development Program and the leadership development program designed by Barfield and 

Associates (based on quality management principles) because they seem to best match the FHP’s 

philosophy for mid- to upper-management leadership. 

An article by Stephens (2005) reports on a survey of police experts to explore the role of 

the police in the future: keepers of the peace, antiterrorism specialists, or community outreach 

agents? Stephens states, “Policing has traditionally been a closed, slow-to-change subculture. 

…how police will be able to cope with the emerging complexity of combating terrorism and 

internet crime, while still keeping a lid on conventional street crime, remains to be seen.” A key 

element in coping with these challenges will be law enforcement leaders who practice and 

demand professionalism, who challenge their officers to be the best, and who have an open, 

honest dialogue with their communities. Stephens maintains that police leadership and 

management courses must increasingly help law enforcement executives to cope with emerging 

technology and transnational crime and disorder.  

Haberfeld (2006) applies a number of academic theories of leadership, including team 

leadership, leader-membership exchange, transformational leadership, style leadership 

(composed of task-orientation and relationship-orientation), situational leadership, contingency 

theory, path-goal theory, the psychodynamic (Freudian) approach, and skills theory, to law 

enforcement. Within the chapter discussing each of these theories, Haberfeld describes the traits 

of particular leaders who fit within the parameters of that theory. In her final chapter, “Into the 

Future: Big Hairy Audacious Goals and Catalytic Mechanisms,” Haberfeld takes the view that, 

because he or she consistently channels personal ego and ambition into building a better 
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organization and away from personal goals, the Level 5 Leader described by Collins in Good to 

Great is the most relevant approach to leadership in the complex, contemporary police 

organization. 

 

Management and Supervision of Law Enforcement Agencies 

 As previously noted, law enforcement literature had its beginning with texts that focused 

on the technical aspects of the administration, management, and supervision of law enforcement 

agencies, many of which, at least in more recent editions, acknowledged, at least in passing, the 

impact of leadership. O.W. Wilson’s early work has been followed by myriad books, including 

the most recent iteration of Police Administration, now written by Fyfe, Green, and Walsh 

(1997). Law enforcement management and supervision literature not reviewed for this overview 

includes, among others, Roberg, Kuykendall, and Novak (2002); Thibeault, Lynch, and McBride 

(2004); Swanson, Territo, and Taylor (2005); Whisenand and Ferguson (2005); and Cordner and 

Scarborough (2007). Similarly, one recent book of case studies (Dickinson and Heim, 2007) has 

an individual section entitled “Leadership and Supervision.” 

 

Academic and Professional Journals 

 While, in laying the framework appropriate for this particular grant effort, this literature 

review has concentrated on books and a limited number of specific journal articles dealing with 

leadership characteristics and expectations, much of the more contemporary literature in law 

enforcement appears in academic and professional journals. Among those offering up-to-date 

research, analysis, and commentary on leadership issues and practices are: 

 FBI Law Enforcement Bulletin 

 International Journal of Police Strategies and Management 
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 Law and Order 

 The Police Chief 

 Police Practice and Research: An International Journal 

 Policing: An International Journal of Police Strategies and Management 

 Policing and Society 

 Public Administration Review 

 

Learning Police Leadership from the Military Experience 

Another leadership development approach that some consider being applicable to law 

enforcement agencies comes from the military. Nugent (2006) describes the United States 

Marine Corps Leadership and Ethics class conducted at its Expeditionary Warfare School. 

Separated into two phases (Phase 1-Academic and Phase 2-Reinforcement), the program aims to 

assist in developing ethical values and leadership in subordinates. It should also be noted that, as 

part of its comprehensive approach to leadership development, the Marine Corps also publishes a 

Commandant’s Reading List with specific texts for ranks from private through general and on 

topics ranging from the Marine Corps’ heritage to leadership in general to doctrines, campaigns, 

tactics, and battles. 

Perhaps a more well-known military leadership program is offered at West Point. The 

United States Military Academy (USMA) has been teaching leadership to cadets for over 2 

centuries, and its Department of Behavioral Sciences and Leadership (DBSL) has developed a 

course titled Military Leadership (McNally et al., 1996). This 40-hour course, taught to juniors, 

applies the scientific method to integrate cognitive skills with organizational leadership and is 

referred to as “Intellectual Procedure.” Cadets are required to perform three tasks in leadership 
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situations: “identify what is happening, account for what is happening, and then formulate and 

apply leader actions to the situation” (p. 177). 

 This course is based on a Model of Organizational Leadership that places the leader at 

the center of the organization’s structure (McNally et al., 1996). Utilizing a systems approach, its 

course content is separated into four areas: individual, group, leadership, and organization. The 

individual system presents theories that account for differences in individuals, while the group 

system focuses on differences between leading individuals and groups. Transactional and 

transformational approaches to leadership are examined, and cadets learn to focus on the 

organization as a whole when learning about the organizational system.  

The USMA’s models of Intellectual Procedure and Organizational Leadership have been 

adapted to police leadership development. In 1992, the Los Angeles Police Department (LAPD) 

approached West Point for assistance in developing a program for the LAPD (Dinse and 

Sheehan, 1998). As a result, members of the DBSL faculty helped create a leadership training 

program for the New Jersey Association of Chiefs of Police, who had partnered with the LAPD 

(McNally et al., 1996). This law enforcement version of the USMA’s leadership program 

became known as the West Point Leadership and Command Program (WPLCP). Focusing on the 

four major areas identified in the Model of Organizational Leadership, WPLCP consists of 

behavioral science and adult learning theories from various universities combining to teach 

individuals how to think systematically about leadership challenges. The West Point Program is 

designed to run over a 15-week period with 1 day per week devoted to the leadership course and 

is usually offered from within the agency. 

Other authors have drawn on their experiences in the military to identify traits and practices 

which might be useful in public and private leadership positions. Major General Aubrey Newman, 

for instance, is a highly decorated combat soldier whose leadership column "Forward Edge" 
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appeared in the Army magazine for over 20 years. His Follow Me II (1992) is a collection of those 

columns. While aimed at military leadership, especially in combat situations, his writing is also 

applicable to criminal justice. For instance, regarding risk-taking, he comments, "the principle is the 

same: to see beyond the obvious physical danger to the calculated risk; that is, the capacity to see the 

possible, the judgment to assess the odds, and the resolution to act." Or, when high-ranking officers 

are involved in front-line combat, "the battle decorations of commanders do not mean day-to-day 

frontline exposure on the same basis as lower ranks but, rather, selective appearances at critical 

times and places where their personal influence is not only needed but may be decisive." Such 

leadership advice and practices are still needed in law enforcement.  

Similarly, in his 2002 work, Abrashoff, a retired Captain in the United States Navy, drew on 

his experiences as commander of the guided missile destroyer USS Benfold to discuss his efforts to 

improve the abilities and performance of that ship’s crew. He holds that success in “getting the most 

out of a crew” depends on three variables: the leader’s needs, the organization’s atmosphere, and the 

crew’s potential competence. The book is a detailed analysis of his approach to leadership and the 

ten lessons he learned and that guided him while in command. 

Harari (2005) has developed 24 lessons from the military experiences of General Colin 

Powell, examining his decision-making habits and leadership philosophy. Powell’s approach to 

leadership is to examine the general wisdom and then modify it to fit the necessary circumstances. 

Under his approach, for example, “encourage sycophants” becomes “promote a clash of ideas;” 

“view people as instruments” instead becomes “view people as partners;” and “lean on hierarchy” is 

seen as “don’t rely on charts and titles.” 

Major General Joseph P. Franklin, a graduate of the United States Military Academy at West 

Point, also served there later as Commandant of Cadets, the equivalent of a university dean of 

students. Holding that competent, even inspiring, leadership is within the grasp of everyone, his 
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book (2007) reflects on his military and post-retirement career and focuses on the principles of 

leadership he learned in his West Point education and that he holds as most necessary and valuable: 

duty, honor, faith, courage, perseverance, confidence, approachability, adaptability, compassion, and 

vision. 

In the abstract prepared for a 2000 article, however, Cowper cautioned against law 

enforcement adhering too closely to the military model of leadership without close examination of 

the approach: 

Law enforcement is generally understood to be a paramilitary pursuit based on a 
specific “military model” of leadership and organization. This article analyzes the so-
called military model in law enforcement and dispels the notion that police officers 
and their departments are patterned after the real military. It draws on the author’s 
personal experience as well as on historical works and military doctrinal publications. 
It illustrates the problems caused within policing by the false assumptions about 
military leadership, structure, and doctrine and then outlines the potential benefits to 
policing of a more correct understanding and application of valid military concepts 
and methodologies. 

 

Putting the Literature into Perspective 
 

This literature review provides a snapshot of the issues currently seen in law enforcement 

leadership development and an overview of some of the leading books and articles on the 

subject. It is in no way intended to provide a complete and comprehensive discussion of all the 

relevant literature. The annotated bibliography prepared in conjunction with this Bureau of 

Justice Assistance grant includes more than 250 classic and contemporary readings appropriate 

for the preparation and support of law enforcement leaders and tracking the core competencies 

identified in this research. 

A number of important themes can be drawn from this review. First, there is a consistent 

recognition of the need for leadership in today’s changing world of law enforcement and, as a 

result, many agencies are searching for effective leadership development strategies and practices.  
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Second, much of the literature in both general and law enforcement leadership has 

focused on the traits shown by effective leaders or principles on which effective leadership rests. 

There are, however, no consistently defined terms in this body of work. Rather than attempting 

to use a framework based on necessary knowledge, skills, and abilities (KSAs), terminology 

varies widely across the works. Some authors describe skills police leaders need; others discuss 

leadership principles. While some list training course leadership topics, others examine 

leadership traits or discuss core police leadership qualifications. Perhaps the difficulty lies in the 

inability of the literature to clearly distinguish between organizational leadership, i.e., that 

needed by and both expected and accepted within an organization, and individual leadership, 

those traits demonstrated by and developed within individuals, often separate and apart from 

organizational needs. 

Additionally, most of the literature in law enforcement leadership remains theoretical or 

descriptive; there has been little empirical study or controlled application in an organizational 

setting. It would appear that there is a need for research that first defines “successful” police 

organizations and then examines the leaders of those organizations. The wealth of literature on 

leadership in the private sector is due in part to the ability of applied research to define 

successful businesses based on profit, return on investment, share price, longevity, and other key 

indicators. Studies can then be conducted on those organizations and their leaders to isolate the 

knowledge, skills, and abilities that transcend any single organization and which can then be 

used in efforts at executive development. 

Third, the literature on leadership development in law enforcement, albeit somewhat 

limited, reflects attempts to apply those principles to the learning environment. It is a critical 

commentary on the state of law enforcement leadership, however, that a significant portion of the 

professional literature currently used is prepared by the academic community or leadership 
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authors rather than by law enforcement practitioners. In both the business and military models of 

leadership development, the relevant body of knowledge is developed, maintained, and grown by 

those who practice the trades; American law enforcement, however, relies on those who are 

“outside looking in.” 

Fourth, the literature leaves any reviewer with a number of questions that must be asked 

as we examine law enforcement leadership. The body of work, developed almost entirely from a 

law enforcement rather than truly academic perspective, has authors striving to answer the 

question “what do we (those working in or studying law enforcement agencies) want from our 

executives?” There is little discussion of how police leadership might be viewed differently by 

individual communities, by governing bodies, or by mayors, county executives, or city managers 

or, in the case of elected sheriffs, voters.  

The literature also presents little discussion of how law enforcement leadership may vary 

by agency type and size. Unanswered are such questions as:  

• Are there core skills that all law enforcement CEOs need?  

• Should the knowledge of a chief of a 1,000-employee agency differ from that of a 

25-employee agency?  

• Do leadership needs vary based on whether the agency is unionized?  

• What leadership differences emerge based on a chief working in a city manager 

form of government versus a strong mayor system?  

• Are there additional leadership skills sets that an elected sheriff should have? 

Additionally, several efforts described here have attempted to adapt military leadership 

development approaches to a police environment. As we examine this as an educational option, 

we must recognize the fundamental differences between the military and policing. Unlike their 

military counterparts, law enforcement officers, at the lowest level of the organization, have an 
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enormous amount of discretion. Most frequently acting on their own rather than in small units, 

and with little to no direct supervisory oversight, officers are empowered to take a life if they 

perceive it is necessary or to deprive someone of their liberty by making an arrest. The question 

becomes, then, whether the skills necessary to lead in a military environment, with its strict 

command and control systems, are fully transferable to policing. If so, what are the best teaching 

and learning methods for applying such skills?  

Finally, several authors, including Sewell (1992) and Morreale and Ortmeier (2004), have 

gone beyond identifying traits, characteristics, and principles to a broader, though unstated, 

premise that there are certain criteria beyond just leadership which define success for law 

enforcement executives. Such core competencies or core qualifications, in areas such as personal 

and organizational leadership, management practices and business acumen, understanding and 

involvement of the community, and an appreciation for and understanding of the changing nature 

of the profession, are the focus of this research project and, ultimately, should foster the creation 

of leadership development programs for America’s future law enforcement leaders. 

 

Conclusion 

There is a significant amount of professional and academic literature focusing on 

leadership and its development within the law enforcement, military, private, and public sectors. 

Much of this has centered upon the traits, characteristics, and principles attributed to successful 

leaders. For a law enforcement executive, the challenge lies in culling this extensive body of 

knowledge to identify what is most relevant to his or her position and community, and applying 

the information in a contemporary law enforcement setting. 
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INTRODUCTION TO THE ANNOTATED BIBLIOGRAPHY 

 

Introduction 

  In 2006, the U.S. Department of Justice Bureau of Justice Assistance funded the Law 

Enforcement Leadership Initiative and tasked that project with identifying the critical core 

competencies needed in a contemporary law enforcement leader, regardless of rank. As part of 

developing these core competencies, the LELI project was also charged with conducting a 

literature review reflecting the status of literature useful to law enforcement leadership 

development; creating an annotated bibliography of books and monographs applicable to law 

enforcement leadership; and developing a series of case studies which could be used in 

leadership development classes and which relate to the identified core competencies. 

 

The Law Enforcement Leadership Initiative 

The Law Enforcement Leadership Initiative (LELI) is designed to increase the 

profession’s understanding of leadership competencies needed for law enforcement. While 

considerable writing and research exist on the subject of leadership development in the private 

sector and the military, similar efforts for law enforcement are incomplete. Through research and 

the involvement of subject-matter experts from a wide array of professional organizations, LELI 

is constructing baseline competencies for law enforcement leadership development. 

The LELI is focused on identifying leadership competencies for law enforcement, from 

entry-level officers through senior executives. These competencies will reflect the core 

knowledge necessary to prepare officers for their leadership role in the organization, regardless 

of rank or assignment. The compilation of these competencies will reflect core values such as 



integrity and a commitment to the principles embodied in the Constitution, as well as skills such 

as effective communication, understanding of social context, and problem-solving in multi-

cultural settings. When completed, the proposed competencies will serve as an outline to identify 

what officers at a particular rank and level should be receiving as part of their leadership 

development. The objective of LELI is to develop these competencies in conjunction with key 

law enforcement organizations, then deliver them to local, state, federal, private, and academic 

institutions that provide law enforcement education and training. 

As indicated, the private sector and the military have devoted significant attention to 

leadership development. Similarly, academic and professional literature within law enforcement 

and criminal justice has focused on leadership knowledge and skills. A logical beginning of the 

Law Enforcement Leadership Initiative would thus be to examine the relevant literature that 

exists on this critical topic. 

 

The Annotated Bibliography 

The successful development of any executive, whether in law enforcement, other 

criminal justice fields, or the public and private sectors, rests upon the recognition that such 

development is a lifelong commitment. Such on-going learning draws from personal experience 

and observation, formalized instruction, and personal and professional growth.  

As part of their personal and professional growth, law enforcement leaders, regardless of 

the point in their career, can learn from reading and intellectually processing written information. 

Such a learning mechanism is, of course, one of the mainstays of the formal educational process 

and it has also been broadly used in the development of skills and understanding for leadership 

and management success. The United States Marine Corps, for instance, has historically 



published the Commandant’s Reading List with specific texts for ranks from private through 

general on topics ranging from the USMC’s heritage, to leadership, to doctrines, campaigns, and 

battles. Why then cannot law enforcement follow a similar pattern of developing its current and 

future leaders? Why cannot law enforcement develop its own common, organized reading list? 

The need for contemporary law enforcement leaders to be well-read and knowledgeable 

in a number of areas cannot be disputed. In this age of technology and information overload, the 

adage “knowledge is power” becomes even more true. Gaining power through knowledge 

requires leaders to develop broad reading patterns and speed-driven, organized habits. 

But there are hundreds of books relating to leadership and management in circulation! 

How do leaders narrow their focus to the most critical and succinct information and begin to 

build a library applicable to their issues? 

Recognizing that, due to their workload and time constraints, law enforcement leaders 

must pick and choose their reading, it became logical to prepare a bibliography which also 

provides a summary of the works for the reader’s review. As part of the LELI Project, then, the 

development of an annotated bibliography of books for leaders became a critical component.  

The works included in this annotated bibliography have been drawn from a variety of 

sources. In 1998, the Florida Criminal Justice Executive Institute published a similar 

bibliography that served as the starting point for this effort. The Police Executive Research 

Forum, in providing initial information and research for the LELI Project, also contributed a 

significant reading list. Members of the Project’s Steering and Training Committees and other 

law enforcement professionals and academicians provided additional suggestions and lists 

appropriate for executive reading. 

During the course of this Project, staff and participants identified six core competencies 



which are critical for the success of any law enforcement chief executive, which should be 

developed during the course of one’s rise through the ranks. These competencies, around which 

this annotated bibliography is organized, are: 

• Developing personal leadership 

• Managing the organization 

• Developing the organization 

• Shaping the organizational culture 

• Engaging the community 

• Assuring effective public safety 

Only the time lines of the LELI Project have limited the size and scope of this Annotated 

Bibliography. In the future, it should be recognized as a flexible, living document, growing with 

the addition of new and innovative readings. In an electronic version, this Bibliography should 

be easily accessible as a critical resource for use by current and prospective law enforcement 

leaders, leadership trainers, and academicians throughout this country.  
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CORE COMPETENCY: DEVELOPING PERSONAL LEADERSHIP 
 
LEADERSHIP 
Adair, John (2003). The Inspirational Leader: How to Motivate, Encourage, and Achieve 
Success. London, UK: Kogan Page. 

Adair built this book from a long-term series of discussions he had with an agency 
chief executive during which they explored a wide range of leadership principles 
and issues. He has focused his efforts on by beginning with three basic 
approaches to leadership: qualitative (what you are), situational (what you know), 
and functional (what you do), then expanding to a general discussion of 
leadership. Of particular usefulness in this book are the keypoints, or critical 
lessons, following each chapter. 
 

Anderson, Terry D. (2000). Every Officer Is a Leader: Transforming Leadership in Police, 
Justice, and Public Safety. Boca Raton, FL: St. Lucie Press. 

Applying his concept of transforming leadership to law enforcement, Anderson 
focuses on building a “leadership organization” as a predicate for developing a 
“learning organization” responsive to community and internal organizational 
needs. He begins the book with a chapter devoted to self-assessment to allow the 
reader to examine his/her performance on 56 key leadership skills, then provides 
the reader with an in-depth understanding of each of those skills and the 
framework for initiating a Personal Leadership Development Plan. Developed 
with the input of police leaders from both the United States and Canada, this book 
makes extensive use of examples from the criminal justice system to make its 
leadership points.  

 
Anderson, Terry D.; Ford, Ron; and Hamilton, Marilyn. (1998). Transforming 
Leadership: Equipping Yourself and Coaching Others to Build a Leadership 
Organization, Second Edition. Boca Raton, FL: CRC Press. 

Designed as less academic and more practical than its first edition, the content of 
this work parallels Anderson’s Every Officer Is a Leader, emphasizing the 
importance of building a “leadership organization.” It discusses the use of 
executive leadership, counseling, and mentoring, as well as competency-based 
education and training, as important for effective leadership development. 
Anderson sees this works as an “integrative and innovative self-assessment 
curriculum” that can prepare leaders better for the changing environment of the 
future. 

 
Axelrod, Alan (2000). Elizabeth I CEO: Strategic Lessons from the Leader Who Built an 
Empire. Paramus, NJ: Prentice Hall Press. 

Elizabeth I’s 45-year reign as Queen of England brought a country in turmoil and 
poverty to a golden age of prosperity and world power. Axelrod chronicles her 
leadership strengths in 136 episodes from her life and applies those events to the 
modern day life of a leader. 

 



Barker, Carolyn, and Coy, Robyn (Eds) (2003). The 7 Heavenly Virtues of Leadership. Sydney, 
Australia: McGraw Hill. 

Part of a series on contemporary management issues developed by the Australia 
Institute of Management, the authors of this edited book focus on seven primary 
virtues of leadership: humility, courage, integrity, compassion, humor, passion, 
and wisdom. Each chapter draws from examples of and personal stories 
concerning the specific virtue and provides a challenging and enlightening 
discussion for the reader. 

 
Bass, Bernard M. (1990). Bass & Stodgill's Handbook of Leadership, Third Edition. New 
York, NY: The Free Press.  

As every executive should have a dictionary and thesaurus available, so should he 
or she have an encyclopedia of leadership. Bass and Stodgill offer such a work. 
First developed by Ralph Stodgill in 1966 at the behest of the Smith Richardson 
Foundation, the Third Edition updates the information and approaches in light of 
leadership change in the late 1980's. His list of topics is contemporary, and the list 
of references is extensive. It is an important reference work for any criminal 
justice executive.  

 
Beazley, Hamilton; Beggs, Julia; and Spears, Larry C. (2003). The Servant-Leader Within: A 
Transformative Path. New York, NY: Paulist Press.  

Robert Greenleaf coined the term servant-leader to describe a leader who is a servant 
first. Among the characteristics he identified were: listening; empathy; healing; 
awareness; persuasion; conceptualization; foresight; stewardship; commitment to the 
growth of one’s people; and building community. This book is an edited collection of his 
essays on the topic, including his original 1970 essay establishing the term, and offers a 
solid discussion of the importance of such a leadership style in contemporary 
organizations. 

 
Bennis, Warren (1977). Managing People Is Like Herding Cats. Provo, Utah: Executive 
Excellence Publishing. 

Heralded as a "call to arms, call to leadership," Herding Cats is a compilation of 
the wit, teachings, and philosophy of Warren Bennis, one of the most important 
authors in the field of leadership. Taken from articles he had prepared in the past, 
this volume is a succinct articulation of his beliefs, of criticisms of the 
"McHeroes" who would offer instant fixes to complex leadership issues, and of a 
recognition that the primary task of leadership is to "create a structure that 
releases the brainpower of people and transmits ideas fast." 

 
Bennis, Warren (1989). On Becoming a Leader. Reading, MA: Addison-Wesley 
Publishing.  

The author of a number of books, Bennis looks upon this particular volume as his 
book of "Hows": how people become leaders, how they lead, and how 
organizations  encourage or stifle potential leaders. Drawing on extensive 
experience and interviews, he holds that becoming a leader is a process rather 
than a series of discrete lessons. This is, in one sense, a cook- book: 



distinguishing between managers and leaders, defining the basics, and 
encouraging leadership from the individual and the organization.  

 
Bennis, Warren and Nanus, Burt (1985). Leaders. New York, NY: Harper and Row.  

One of the earliest of the recent surge of leadership books, Leaders created the 
classic  distinction between a manager ("people who do things right") and leaders 
("people who do the right thing"). Using the experiences of 90 leaders who 
participated in their study, Bennis and Nanus focus their discussion on four types 
of human handling skills, or strategies, embodied by these leaders: attention 
through vision; meaning through communication; trust through positioning; and 
deployment of self through positive self-regard and the Wallenda factor (pouring 
one's energies into walking the tightrope, rather than concentrating on not falling). 
Theirs is a call for public and  corporate leadership, for empowerment rather than 
the exercise of power, and for recognition of the reality that the historic myths of 
what a leader should be simply hold us back.  

 
Bergmann, Horst; Hurson, Kathleen; and Russ-Eft, Darlene (1999). Everyone a Leader: 
A Grassroots Model for the New Workplace. New York, NY: John Wiley and Sons. 

These authors suggest that, for a variety of reasons, there are now more 
opportunities for leadership throughout organizations than ever before. Offering a 
variety of specific tools for grassroots leadership, they have developed the 
CLIMB Model of executive efficiency, which combines 17 core leadership 
competencies into five leadership strategies: Create a compelling future; Let the 
customer drive the organization; Involve every mind; Manage work horizontally; 
and Build personal credibility. 

 
Blank, Warren (1995). The 9 Natural Laws of Leadership. New York, NY: Amacom. 

Building on what he describes as the nine natural laws of leadership, Blank 
identifies a new paradigm, Quantum Leadership, which underscores its interactive 
and subjective nature. Within this new framework, he offers over 150 ”practical 
action ideas” to guide leaders and discusses their usefulness in the leader’s 
changing environment. 

 
Block, Peter (1993). Stewardship. San Francisco, CA: Jossey-Bass Publishers.  

Holding that many organizations do not work well, Block proposes a shift from 
the traditional concept of leadership within an organization to the new concept of 
stewardship: “the willingness to be accountable for the well-being of the larger 
organization by operating in service, rather than in control, of those around us." 
To that end, he holds that authentic service comes about when there is a balance 
of power among all concerned; when the primary commitment is to the larger 
community; when all members of the organization  participate in defining its 
values and culture; and when there is a balanced and equitable distribution of 
rewards. Under his approach, partnership is a key to success, and true 
empowerment is the vehicle for ensuring the involvement of the entire 
organization. One of his most important discussions is on the unsuccessful use of 
cosmetic reform, through reorganization, physical space restructuring, common 



training programs, or across-the-board implementation strategies, which by their 
top-down nature serve to stymie true organizational change and, ultimately, 
effectiveness.  

 
Bolman, Lee, and Deal, Terrence E. (2001). Leading with the Soul: An Uncommon 
Journey of Spirit. San Francisco, CA: Jossey-Bass. 

Leading with the Soul examines the spiritual aspects of leadership. Using a variety 
of examples, and based on the travels of a central character (Steve Camden), the 
book offers a dialogue about the deeper meaning of leadership and its legacy. 

 
Boyatzis, Richard, and McKee, Annie (2005). Resonant Leadership. Boston, MA: Harvard 
Business School Press. 

Recognizing that “great leaders are resonant leaders” who are able to move and inspire 
people, these authors focus on the importance of maintaining a high level of resonance 
over time. Sadly, those in leadership face the impact of power stress, which affects their 
personal spirit and long-term performance. The key to continuing success, then, lies in 
the ability of a leader to take practical steps, suggested by these authors, to renew his or 
her resonance and sustain the changes necessary for continued effectiveness. 

 
Buckingham, Marcus, and Coffman, Curt (1999). First, Break All the Rules. New York, NY: 
Simon & Schuster. 

These authors believe that great managers are revolutionaries, willing to break the rules 
of conventional wisdom to advance their organization. They suggest that the strength of a 
workplace can be evaluated by asking twelve significant questions and offer four keys to 
the success of great leaders: they select for talent; they define the right outcome; they 
focus on the strength of an individual as a source of motivation; and, in developing 
someone, they help him/her find the right fit in the organization. Their closing chapter, 
“Turning the Keys,” offers a practical guide to using their tools of successful leaders. 

 
Cleveland, Harlan (2002). Nobody in Charge: Essays on the Future of Leadership. San 
Francisco: Jossey-Bass 

Part of the Warren Bennis Signature Series published by Jossey-Bass, this 
is a compilation of 15 essays (and 13 aphorisms drawn from his experiences) by 
this academic and governmental leader. His definition of leadership is simple 
—“bring people together to make something different happen”—and he advances 
his argument through four basic steps: Step 1: Nobody’s in charge Step 2: 
Everybody therefore has a chance to be in charge; Step 3: Most people will not 
take that chance; Step 4: Those that do will find that they are leaders. His 
essays are challenging, thought provoking, and, throughout, speak to the heart of 
public service. As he summarizes his position: 

“I have argued elsewhere that a line cannot be drawn between 
public and private in the basis of ownership but only on the basis 
of interest and utility and purpose. It follows that the public 
executive is not marked by affiliation with a public agency but by 
acceptance of the public responsibility of the job, whatever the 
character of the organization in which it is being done.” (p.176) 



 
Cohen, William A. (1990). The Art of the Leader. Englewood Cliffs, NJ: Prentice Hall.  

A West Point graduate and active and reserve military officer, Cohen draws his 
lessons from the military model, recognizing that "leadership in battle represents a 
worst case scenario." Using concrete examples, his book is a series of techniques 
which can be adopted by anyone in a leadership position, and he focuses on 
critical leadership issues, including team-building, coaching, morale, motivation, 
and problem-solving, especially in crisis situations. One of his key tenets is that 
the real secret that empowers leaders is self-confidence, a belief "that comes from 
knowing that you can succeed." 

 
Cottrell, David (2006). Monday Morning Mentoring: Ten Lessons to Guide You Up the 
Ladder. New York, NY: HarperColliins. 

In this work, Cottrell uses a story about the relationship between an executive on hard 
times and a friend of his father who, over the course of ten Monday morning sessions, 
shares his knowledge and serves as his mentor. This book identifies ten lessons 
developed during these sessions and would prove useful to anyone seeking to mentor 
another or learn easy lessons about the corporate culture. 

 
Coughlin, Linda; Wingard, Ellen; and Hollihan, Keith (Eds). (2005). Enlightened Power: How 
Women Are Transforming the Practice of Leadership. San Francisco, CA: Jossey-Bass. 

In this book’s 30 chapters, women leaders, writers, and researchers discuss the expanding 
impact of women in public and private sector leadership positions. David Gergen sets the 
stage in the book’s Foreword by identifying three inescapable conclusion he has reached 
during his years of public service: women make great leaders; women seem ideally suited 
to the new leadership style that has been widely embraced; and our commitment to equal 
opportunity for rising women leaders is riddled with hypocrisy.  The authors then reflect 
on how power is being reimagined by and with women leaders, how paths to power are 
undergoing change as a result of the involvement of women leaders, and what the 
exercise of power by women leaders means to social organizations. 

 
DePree, Max (1989). Leadership Is An Art. New York, NY: Del Trade. 

DePree comes to the writing world as a CEO of one of the country's best managed 
and most innovative companies. His book is a blend of what has worked for him, 
for his  company, and for fellow CEOs. It is, in reality, an easy read; a simple 
application of  the basics of leadership in order to reach one's full potential as an 
organization and as an individual.  

 
DePree, Max (1992). Leadership Jazz. New York, NY: Doubleday.  

DePree bases his leadership tome on common human experiences. The core of 
becoming a leader, for instance, he likens to a father establishing a relationship 
with his baby: it's "the need always to connect one's voice and one's touch." His is 
a readable and usable work, focusing on important leadership concepts, such as 
personal dignity, change and personal choice, the leaders who taught and enabled 
future leaders, and the importance of an independent gauge for a leader's actions. 
One of his most significant chapters discusses the intersection of leadership and 



ethics, holding that "leader's commitments and beliefs are part in parcel of the 
same thing ... action must follow closely a solid sense of one's ethics." He closes 
with an understandable and useful checklist on the attributes of a leader.  

 
Dourado, Phil, and Blackburn, Phil (2005). Seven Secrets of Inspired Leaders. West 
Sussex, GB: Capstone Publishing. 

Drawing from the knowledge and experiences of members of the Inspired Leaders 
Network, Dourado and Blackburn believe that it is the action of inspired leaders 
which separates great organizations from those that are merely good. Their work 
focuses on the seven secrets used successfully by such inspired leaders:  
leadership is viral, pass it on; you’re not fooling anyone; they have to want to 
follow you; make a difference; lead from the edge; there’s nothing out there (it’s a 
small world); and the impossible isn’t. 
 

Drucker, Peter F. (1982). The Changing World of the Executive. New York, NY: Truman 
Talley. 

Written over sixteen years ago, this book is a major exploration of managerial 
problem-solving which focuses on the executive's changing world. Drucker 
identifies major changes in the executive agenda, in business performance, in the 
non-profit sector, and in human resources, and he defines their impact on the 
executive charged with managing an  organization. It is his major tenet that 20th 
Century society is, in fact, a society of organizations which are in turn run by 
professional managers who have become the leadership group in our society. 
These organizations are thus dependent on their executives who are paid to direct 
and to make them perform. Consequently, students of management must 
understand the changing world of the executive and are able to identify a useful 
"executive agenda." As a final note in this book, he weaves in the issue of ethics, 
focusing on the impact of western tradition, social responsibility, 
interdependence, and,  ultimately, "ethical chic." 

 
DuBrin, Andrew J. (1998). The Complete Idiot's Guide to Leadership. New York, NY: 
Alpha Books.  

It appears that bookstores today are filled with issues for "dummies" and 
"complete idiots." The virtue of each is that they take complex subjects and 
translate them into an  understandable and simple to read form. This book is no 
exception. Utilizing an easy organizational flow, with clear steps that leaders can 
take, simple chapter organization, and key words identified, this text can help 
even the most unenlightened observer understand the basics of leadership. 

 
Finzel, Hans (2007). The Top Ten Mistakes Leaders Make. Colorado Springs, CO: David 
C. Cook. 

Finzel begins his work by defining leadership with one word, “influence,” and 
then discussing the five problems individuals face in learning to lead, including 
the lack of good models and mentors. He clearly defines the ten most commonly 
made mistakes made by leaders, beginning with having a “top-down” attitude and 



concluding with failing to focus on the future, explaining each and offering 
methods by which they can be successfully overcome 

 
Galford, Robert, and Drapeau, Anne Seibold (2002). The Trusted Leader. New York, NY: The 
Free Press. 

Directed primarily at people in senior leadership roles, this book defines the 
characteristics and competencies of a trusted leader, one who exemplifies traits related to 
strategic, organizational, and personal trust, as well as the benefits accruing from such a 
leadership style. It offers a “Trusted Leader Self Assessment” and provides a step-by-step 
approach for identifying and applying the tools of a trusted leader. In two of its more 
important sections, the authors identify times in which the trusted leader is most likely to 
be tested and, when failures can occur, how to build and re-build trust. 

 
Gardner, John w. (1990). On Leadership. New York, NY: The Free Press.  

Beginning with the question, "why do we not have better leadership?" Gardner 
offers a critical commentary on leadership as it is practiced throughout all levels 
of society. He  focuses on a variety of key issues, examining the nature of 
leadership, its contexts and attributes, its relationship to power, and, of particular 
note, its moral dimensions. He discusses leadership development throughout a 
leader's life, answering the question "Can leadership be taught?" with an 
emphatic, but qualified, "yes." As he explains, "emphatic because most of the 
ingredients of leadership can be taught, qualified because the ingredients that 
cannot be taught may be quite important. The notion that all the attributes of a 
leader are innate is demonstrably false." 

 
Geller, William A. (Ed.). (1985). Police Leadership in America: Crisis and Opportunity. 
New York: American Bar Association. 

Using a variety of contributors, including 16 current or former police chief 
executives and 16 academics, many of whom had been involved in the practice of 
policing, Geller explores two critical themes: first, who runs the police and who 
should? and, second, the perception that, despite its advances, policing in America 
at the time of the book’s writing was in a state of crisis, yet with the emergence of 
strong police leadership, had the potential for significant progress. The book’s 
eight sections and 41 chapters amplify these themes and discuss issues such as the 
chief as a major municipal policy-maker; the chief in the community and his 
relationship with the media and with the police union; the serious use of the police 
as an element of crime control; and police professionalism. 

 
George, Bill (2003). Authentic Leadership. San Francisco, CA: Jossey-Bass. 

In decrying the failure of a number of organizations and identifying a crisis in leadership, 
George calls for a new type of leader, an “authentic” leader who is concerned about 
substance and results, rather than image. To his mind, an authentic leader demonstrates 
five key qualities; he/she: understands his/her purpose; practices solid values; leads with 
the heart; establishes connected relationships; and demonstrates self-discipline. This book 
becomes a guide for a leader to use in being authentic in one’s personal and professional 
lives and, ultimately, in one’s style of leadership. 



 
Goleman, Daniel; Boyatzis, Richard; and McKee, Annie (2002). Primal Leadership: 
Learning to Lead with Emotional Leadership. Boston, MA: Harvard Business School 
Press. 

Drawing from earlier articles in the Harvard Business Review, these authors 
advance the notion of primal leadership in which the role of the leader is to 
“prime good feelings in those they lead,” freeing up the best in people. At the core 
of this leadership approach is the ability to generate an emotional response from 
one’s followers, reflected in the styles of leadership discussed and examples 
shown in this work. From their perspective, emotional intelligence, which is 
defined by the authors as “being intelligent about emotions,” is critical for 
leadership success. 

 
Haberfeld, M.R. (2006). Police Leadership. Upper Saddle River, NJ: Pearson Prentice 
Hall. 

Haberfeld’s work is an exploration of 11 theories of leadership, including 
transformational, transactional, situational, and psychodynamic, applied through 
the study of specific law enforcement leaders, such as Chief Daryl Gates, Chief 
Reuben Greenberg Chief Charles Moose, and Commissioner Bernard Kerik. The 
book allows one to better understand the relationship of academic theories to the 
real world of law enforcement leadership and can provide the reader with an 
understanding of his or her own style. Haberfeld ends her review with a 
discussion of the applicability of Jim Collins’ leadership theories, discussed in 
Built to Last and Good to Great, to contemporary law enforcement. 

 
Hatch, Mary Jo; Kostera, Monika; and Kozminski, Andrzej K. (2005). The Three Faces 
of Leadership: Manager, Artist, and Priest. Oxford, UK: Blackwell Publishing. 

The premise of these authors is that contemporary leadership is about more than 
management and that effective leadership often blends the characteristics of 
disparate professions such as those who are managers, artists, and priests. The 
common description of behavior observed in a manager (disciplined, rational), an 
artist (curious, independent), and a priest (empathetic, ethical) are critical as a 
mixture in a leader, as are the core competencies found in a manager (organizing 
and controlling), an artist (creating and provoking), and a priest (inspiring and 
comforting). Drawing from a series of interviews conducted for the Harvard 
Business Review, these authors reflect skillfully on the aesthetics of a business 
leader. 
 

Heifetz, Ronald A., and Linsky, Marty (2002). Leadership on the Line: Staying Alive 
through the Dangers of Leading. Boston, MA: Harvard Business School Press. 

The thrust of this book rests on a basic premise: “Every day the opportunity for 
leadership stands in front of you.” (p.1) Using real-world examples, it discusses 
why, as a direct result of the nature of the problems for which it is necessary, 
leadership is dangerous; leaders can be diverted, marginalized, attacked, and even 
seduced by individuals and organizations unwilling to accept the change that real 
leadership brings. The authors prescribe—again with specific and useful 



examples—ways in which a leader can effectively respond to challenges to 
his/her efforts and practices that address the personal challenge of sustaining the 
stresses of leadership. 
 

Hersey, Paul (1984). The Situational Leader. New York, NY: Warner Books. 
In an earlier work, Hersey held that "the focus in situational approaches to 
leadership is on observed behavior, not on any hypothetical inborn or acquired 
ability or potential for leadership. The emphasis is on the behavior of leaders and 
group members (followers) and various situations." As an expansion of this 
concept, this book examines the interaction of leaders, followers, and situations in 
a variety of real-life case studies related to: managing people, leadership styles, 
situation assessment, taking charge, "growing" winners, and solving performance 
problems. The vignettes he uses are interrelated, and each includes a potential 
"story," the background and application of his situational model, and an epilogue 
clarifying what has happened and leading into the next story/issue.  

 
Hesselbein, Frances, and Shinski, Eric K. (2004). Be-Know-Do: Leadership the Army Way. San 
Francisco: Jossey-Bass. 

The United States Army is a large and complex organization known for its ability 
to develop leaders and to foster a dispersed approach to its practice of leadership. 
This book, adapted from the Official Army Leadership Manual, explains the focus 
of what Army leaders must “be, know, and do” and translates those actions into 
leadership practices in other private, public, and not-for-profit organizations. 
Critical to the discussion are the character of leaders and the difficulty, and 
necessity, of managing complexity and leading change, all fundamental to the 
success of a law enforcement leader 

 
Hickman, Craig R. (1990). Mind of a Manager, Soul of a Leader. New York, NY: John 
Wiley & Sons. 

Hickman believes that the distinction between leaders and managers, dominant in 
literature today, is both artificial and unnecessarily adversarial. As he examines 
the successes of a number of companies and individuals, he emphasizes that 
executives today must possess the skills of both: the practical, structured, ordered, 
and stable efforts of the manager integrated with the innovation, flexibility, 
creativity, and vision of the leader. He defines an empowered 
management/leadership environment as a "climate that taps the natural tension 
between managers and leaders and thereby achieves an enduring level of 
willingness and ability among people to achieve outstanding results." Such an 
empowered environment results from five critical traits: accurate self-awareness; 
understanding of different perspectives; valuing of attitudes; candid 
communications; and  common purposes.  

 
Kellerman, Barbara (2004). Bad Leadership: What It Is, How It Happens, Why It Matters. 
Boston, MA: Harvard Business School Press. 

Shifting the focus of attention from good leaders to bad, Kellerman discusses the 
patterns of bad leadership, i.e., that which is ineffective and unethical, identifying 



seven types: incompetent, rigid, intemperate, callous, corrupt, insular, and evil. In 
each discussion, she offers several brief examples of such bad leadership and 
devotes particular attention to one individual who most clearly exemplifies the 
“dark side of leadership.” Her concluding chapters reflect on the costs and 
benefits of such leadership and on methods by which both leaders and followers 
can strengthen their ability to be ethical and effective. 

 
Kotter, John P. (1990). A Force for Change: How Leadership Differs from Management. 
New York: The Free Press. 

Kotter's is another research-based study of leadership. Beginning with a survey of  
200 senior executives in twelve well-known corporations and supplemented by 
detailed analyses of a number of leadership incidents, Kotter found leadership in 
major organizations to be a complex, critically important, often confusing topic 
linked  to, but separate from, management. Using detailed case studies, he 
identifies direction setting, alignment of personnel (as a communications 
challenge), and motivating and inspiring as the core aspects of leadership, while 
the key processes for management are planning/budgeting, organizing/staffing 
and controlling/problem solving. The outcome for the two are markedly different: 
the manager produces predictability, order, and consistent results, while the leader 
is concerned with producing change,  often to a dramatic degree and of a high 
degree of usefulness for those involved.  

 
Kouzes, James M. and Posner, Barry Z. (2007). The Leadership Challenge, 4th Edition. 
San Francisco, CA: Jossey-Bass.  

The authors view their book as a field guide for one's leadership journey. Their 
study of individual leaders and the organizations they represent has led them to 
articulate five fundamental practices of exemplary leadership, i.e., an ability to: 
(1) model the way; (2) inspire a shared vision; (3) challenge the process; (4) 
enable others to act; and (5) encourage the heart. Effected by ten specific 
behaviors, to which the authors refer as "commitments," the real leadership 
challenge is to make a difference. 

 
Kouzes, James M., and Posner, Barry Z. (2006). A Leader’s Legacy. San Francisco, CA: 
Jossey-Bass. 

Kouzes and Posner began the thought process for this book with the development 
of an essay, “The Legacy You Leave Is the Life You Live,” which now forms its 
Afterword. Recognizing that thinking about a leader’s legacy goes beyond the 
measurement of short-term successes, the authors identify and discuss four critical 
areas relating to that legacy: the leader’s significance within the organization; the 
relationships the leader develops; the leader’s aspirations; and the leader’s 
personal and professional courage. 

 
Lundin, Stephen C.; Paul, Harry; and Christensen, John (2000). Fish! A Remarkable Way to 
Boost Morale and Improve Results. New York, NY: Hyperion. 

This parable of leadership draws from the successful experiences of Pike Place, 
Washington, fishmongers in creating a workplace environment that provides great 



customer service and an exciting working atmosphere. It focuses on some of the most 
pressing problems in organizational management, including employee retention and 
burnout, and suggests four secrets to releasing the potential of one’s organization: choose 
your attitude; learn to play at work; make your customers day; and be fully present at 
work. 

 
Lundin, Stephen C.; Christensen, John; and Paul, Harry (2003). Fish! Sticks. New York, NY: 
Hyperion. 

Subtitled A Remarkable Way to Adapt to Changing Times and Keep Your Work Fresh, 
this little book (122 pages) draws from the lessons of life experienced in operating a sushi 
restaurant and examines their application in the real world of leadership and 
management. Using the framework of their previous work, Fish!, the authors identify 
three principles needed to sustain success; Find IT (a vision and purpose), Live IT, and 
Coach IT. 

 
Maxwell, John C. (1993). Developing the Leader Within You. Nashville, TN: Nelson 
Business. 

The undercurrent of all of Maxwell’s books is that leadership can be taught. In 
this work, he focuses on four levels of leadership: the leading leader; the learned 
leader; the latent leader; and the limited leader. He then focuses upon 10 key 
ingredients of the most successful leaders: influence; priorities; integrity; creating 
positive change; problem-solving; attitude; people skills; vision; self-discipline; 
and staff development. 

 
Maxwell, John C. (1999). The 21 Indispensable Qualities of a Leader. Nashville, TN:  
Thomas Nelson Inc. 

Maxwell contends that there are certain personal characteristics needed to be the 
kind of truly effective leader that people want to follow, and that these traits can 
be developed and refined. Among those he describes and illustrates in this book 
are character, charisma, focus, competence, passion, self-discipline, and vision. 

 
Maxwell, John C. (1998). The 21 Irrefutable Laws of Leadership. Nashville, TN: Thomas  
Nelson Inc. 

In laying the framework for this book, Maxwell holds that leadership is 
leadership, regardless of the time or location, and builds his discussion on four 
basic tenets: the laws he outlines can be learned; these laws can stand alone; the 
laws carry consequences with them; and these laws are the foundation of 
leadership. He then discusses 21 basic laws of leadership, ranging from 
“leadership develops daily, not in a day,” to “when to lead is as important as what 
to do and where to do.” In 2002, Maxwell published a workbook to allow the 
reader to practice and apply these laws. 

 
Maxwell, John C. (2005). The 360 0 Leader. Nashville, TN: Thomas Nelson Inc. 

Maxwell’s book assumes that leadership and influence can be exerted from 
anywhere within any organization and that, in fact, the middle of the organization 
is often the best location from which to practice and exercise one’s leadership 



skills. The key principles of the work focus on methods by which an individual 
can lead up, lead across, and lead down within his/her organization. Using 
numbers as he is prone to do, Maxwell identifies seven myths of leading from the 
middle of the organization; seven challenges that a 3600  leader faces; nine 
principles to practice when leading up in the organization; seven principles in 
leading across the organization; seven principles in leading down within the 
organization; and five values of a 3600 leader. His 2006 workbook provides 
additional scenarios, more detailed advice, and useful self-assessment instruments 
for the individual attempting to become a 3600 leader. 

 
McFarland, Lynne Joy; Senn, Larry E.; and Childress, John R. (1993). 21st  Century Leadership. 
 Los Angeles, CA: The Leadership Press. 

In this series of dialogues with 100 top leaders, including Warren Bennis, Stephen 
Covey, Bill Gates of Microsoft, Lee Iacocca, Roberto Goizueta of Coca Cola, 
Ross Perot and John Welch of General Electric, the authors ask three key 
questions: In what ways are you addressing the "changing game?" What new 
leadership qualities and capabilities are most needed now and into the 21st 
Century? How have you begun to utilize this new leadership in your organization? 
Their premise is simple: the best insights about charting a bold new future for 
leadership come from the leaders who are at the forefront of society. This book 
provides an overview of how these leaders see management and leadership in the 
future and reflects their secrets for true success and  high-performance. It provides 
practical and innovative ideas on how to achieve personal and professional 
excellence. Above all else, these experienced leaders collectively emphasize that 
"living by a powerful vision is key to enhancing our leadership effectiveness and, 
equally important, is a set of winning personal values based on the highest 
possible standards of excellence." 

 
Mitroff, Ian I. (2004). Crisis Leadership: Planning for the Unthinkable. Hoboken, NJ: 
John Wiley & Sons. 

Recognizing that all organizations face the potential for a crisis affecting their 
very existence, Mitroff has prepared this book to allow for executives and 
managers to understand the factors and forces underlying a program of crisis 
management and, the more effective approach, crisis leadership. Drawing from 
specific examples, he recognizes the impact of both organizational and individual 
personalities on the handling of a crisis and integrates a number of models to 
enhance the impact and results of crisis leadership. 

 
Murphy, Emmett C. (1993). The Genius of Sitting Bull. Englewood Cliffs, NJ: Prentice Hall.  

Using another historical figure as a leadership model, Murphy centers his work on 
an application of the events leading to the Battle of the Little Bighorn to 
contemporary  organizations, individuals, and organizational change. As a 
prologue, he emphasizes that  the need for qualities of heroic leadership 
(commitment, integrity, empowerment, healing within the organization, 
statesmanship, strategic vision, courage, guardianship of the organizational 
members' trust, and success) is as critical today as it was for the Sioux in 1876. 



His book is a thirteen-step journey through Sitting Bull's success in exemplifying 
a heroic leadership that "epitomizes commitment and the power to transform 
misfortune into opportunity. At no other time in recent history have we needed 
these lessons more ..." 

 
Nanus, Burt (1989). The Leader's Edge: The Seven Keys to Leadership in a Turbulent World.  
Chicago, IL: Contemporary Books. 

In this work, Nanus defines the seven megaskills needed by the future-creative 
leader, i.e. the new age leader whose attention is balanced between the 
environment outside and that  within the organization and whose eyes are on the 
future horizon. That futures-creative  leader occupies a number of roles: direction-
setter, change agent, spokesperson, and coach. According to Nanus, the 
megaskills essential to the leader's success are foresightedness, mastery of 
change, organizational design, anticipatory learning, initiative, mastery of 
independence, and high standards of integrity. In the past, many have 
acknowledged that leaders learn to lead mainly on the job. Yet, the true edge of 
the leader of the future is recognition that "experience will not be enough. What 
the aspiring leader does with that experience - - how it is supplemented and 
interpreted - - will determine how prepared he will be." 

 
Nanus, Burt (1992). Visionary Leadership. San Francisco, CA: Jossey-Bass Publishers. 

Holding that vision is the guiding light and driving force for organizations, Nanus  
demonstrates how any leader can use a logical, step-by-step process to create and  
implement a new sense of direction in his or her organization. To him, a vision is, 
simply, a realistic, credible, attractive future for the organization. Drawing on his 
leadership work with Warren Bennis, Nanus has developed a "vision audit" to 
allow an executive to  evaluate the organization's current direction, identifying the 
basic nature of the organization, how it currently operates, and the extent and 
impact of its current vision. His work forces the reader through a series of 
questions which will ultimately allow the executive to analyze the opportunities 
and threats to a vision; anticipate changes in the environment and organizational 
culture that suggest new directions; and turn vision into action by overcoming 
resistance to change and winning employee support. A key appendix applies his 
business-oriented approach to the public sector, a useful tool for criminal justice 
executives.  
 

Newman, Aubrey S. (1992). Follow Me II. Novato, CA: Presidio Press.  
Major General Newman is a highly decorated combat soldier whose leadership 
column "Forward Edge" appeared in the Army magazine for over 20 years. This 
book is a collection of those columns. While aimed at military leadership, 
especially in combat situations, his writing is also applicable to criminal justice. 
For instance, as he discusses risk-taking, he comments, "the principle is the same: 
to see beyond the obvious physical danger to the calculated risk; that is, the 
capacity to see the possible, the judgment to assess the odds, and the resolution to 
act." Or, when high-ranking officers are involved in front-line combat, "the battle 
decorations of commanders do not mean day-to-day frontline exposure on the 



same basis as lower ranks but, rather, selective appearances at critical times and 
places where their personal influence is not only needed but may be decisive." 
Such leadership is still needed in criminal justice!  

 
Nielsen, Jeffrey S. (2004). The Myth of Leadership: Creating Leaderless Organizations. 
Palo Alto, CA: Davies-Black Publishing. 

Holding that most organizations fail to live up to their expectations, Nielsen 
makes two critical observations underlying the premise of this book: 1) genuine 
communication occurs only between equals; and 2) secrecy frequently breeds 
corruption and abuse of power. To this end, he distinguishes between rank-based 
leadership, present in most contemporary organizations, and a peer-based 
alternative which, he believes, can encourage greater employee involvement and 
greater organizational success. It is the latter approach that Nielsen suggests is or 
will be the natural evolution of social experiences which encourage networking 
and define our relationships and identity different from the past. 

 
Pascarella, Perry, and Frohman, Mark A. (1989). The Purpose Driven Organization. San 
Francisco, CA: Jossey-Bass.  

In leading, one must never fail to recognize the organization as both a culture in 
which  leadership can thrive or die and as the entity which must be led.  
Pascarella and  Frohman distinguish between the typical mature organization -- 
stable, hierarchical, low in risk taking, and tied to procedures and rules -- with 
that of a purpose driven organization -- strategy-based, flexible, willing to take 
risks, and using a defined and commonly accepted purpose to drive all the 
organization's activities. In one sense, their efforts parallel what many criminal 
justice agencies have done on their own with a values-driven approach to 
leadership and to organization development.  
 

Paulson, Terry L. (1991). They Shoot Managers, Don't They? Berkeley, CA: Ten Speed Press. 
Paulson's work is a "how-to" practical discussion of managing one's self and 
leading others in a changing world. He confronts a number of management myths 
(holding, for example, that there is indeed no perfect manager; there are not 
always winners and losers; and you can be both tough and supportive). Each 
chapter is organized around a central  issue and is closed by specific questions the 
readers will find worth asking and a series of one-line "keepers," summarizing the 
core substance the chapter. For Paulson, the  ultimate success of the book will be 
that the reader has identified and accepted the challenge of self-change, mastered 
the art of self-support, and successfully uses self-reward to reinforce changes. 

 
Peters, Thomas J. (1992). Liberation Management, New York, NY: Alfred A. Knopf.  

In a work subtitled "Necessary Disorganization for the Nanosecond Nineties," 
Peters examines the businesses and business leaders who have broken the 
traditional hierarchical organizational mold to move their enterprises to new 
heights and profits. He offers a series of basic organizational building blocks - - 
every employee a businessperson, self-contained work teams, and market-scale 
units - - which will be used by the most effective, flexible, responsible entities of 



the future. Emphasizing the developing interlinked concepts of networks and 
knowledge management, he summarizes his entire philosophy for chief 
executives: trust your people; realize  "they" can handle it (whatever "it" is); and 
recognize that "you're only in control when you're out of control (i.e., ‘head’ of a 
flat, radically decentralized organization)." 

 
Peters, Thomas J. (1988). Thriving on Chaos. New York, NY: Alfred A. Knopf.  

Peters is, of course, a prolific author. This handbook for a management revolution  
assumes that, for the manager, the world is turned upside-down. To be successful 
in a world of constant change requires that the manager not only thrive "amidst" 
chaos, but draw from and in reality thrive on that constant and major change. His 
case for the changing world is well made, and his chapters document a basic 
prescription to deal with the unpredictability of contemporary society. His bottom 
line is that the successful organization of the future will be flatter, populated by 
more autonomous units, quality-conscious, service-conscious, more responsive, 
much faster at innovation, and a user of highly trained, flexible people as a 
principal means of adding value. Throughout the book he identifies a number of 
guiding premises, interprets basic value-adding strategies that are needed, and 
identifies the building blocks which will assure an organization's capabilities and 
ultimate survival.  

 
Peters, Thomas J., and Austin, Nancy (1985). A Passion for Excellence. New York, NY: 
Random House.  

In this work, Peters and Austin build upon the initial lessons of In Search of 
Excellence to examine the leadership difference separating a number of 
outstanding organizations from those that are merely average. While In Search of 
Excellence can be viewed as a broad-brush view of excellent performance, A 
Passion for Excellence fine-tunes and places the best of the best under a 
microscope. Theirs is  a simple model: ultimate success means care of customers, 
constant innovation, and turned-on people.  Beyond that, however, leadership 
must be present at all levels of organization. For them, such leadership involves 
vision, cheerleading, obsession, paying attention to what's important, creating 
heroes, coaching, and, the most familiar phrase of the book, "Management By 
Wandering around"(MBWA). MBWA means simply to be in touch with one's 
customers, one's people, and with change as it occurs.  

 
Peters, Thomas J., and Waterman, Jr., Robert H. (1982). In Search of Excellence. New York,  
NY: Harper and Row.    

This management text was one of the early studies of the practices and traits of 
successfully managed companies. Peters and Waterman identify these distinctions 
as: a bias for action; closeness to the customers; autonomy and entrepreneurship; 
productivity through people; hands-on, values driven; stick to the knitting; simple 
form, lean staff; and simultaneous loose-tight properties. Theirs is a call for 
movement from the typical pre-1980's paradigm of management to a new 
enlightened version which includes, but does not yet clearly define, leadership. 
The latter is addressed in their subsequent books.  



 
Pincus, J. David, and DeBonis, J. Nicholas (1994). Top Dog. New York, NY: McGraw-Hill.  

This book by Pincus and DeBonis is uniquely told in two district voices: the first, 
the typical non-fictional style of most management texts, in which the authors 
share facts and information gleaned from detailed studies and in-depth, one-on-
one interviews with CEOs of major American companies. The second voice, 
however, is fiction, an account of a chief executive officer of a non-existent 
company who's facing a major crisis. The book weaves this account with the 
practical response and advice by CEOs and others throughout. At the heart of this 
bifurcation is a recognition that the role of the chief  executive officer is changing 
from purely management to major communications  responsibilities: In reality, 
CEOs are now chief communications officers. Around this,  they build a four-part 
model focusing on consistency and credibility, compassion, integrated 
organizational strategies and tactics, and selective and discerning use of the 
CEO's communications role.  
 

Rehfeld, John E. (1994). Alchemy of a Leader. New York, NY: John Wiley & Sons.  
If alchemy can be defined as the art of transforming something common into 
something special, then, according to Rehfeld, today's manager must in fact be an 
alchemist. Each leader has the power to create in the workplace a completely new 
business culture, one that can combine the best of both Japanese and western 
management styles. He assembles an alchemist's tool kit: seven specific 
comparisons/contrasts of western and Japanese thought on a variety of 
management issues, with management tips about the best blend of both. Rehfeld 
draws from his experience as a western senior manager in two major Japanese 
companies, positions which allow him to research the differences, the similarities, 
and the best of both management worlds.  

 
Richardson, Robert J., and Thayer, S. Katharine (1993). The Charisma Factor. Englewood 
Cliffs, NJ: Prentice Hall. 

These authors hold that "having charisma means you are able to touch the hearts 
and minds of those around. You can move others into action." Saying that, they 
believe that charisma, simply an advanced form of communication, is one of the 
most powerful yet understudied and undertapped leadership tools. Theirs is a 
detailed study of charisma as a communications strategy, identifying traits, using 
practical exercises, and specifying techniques which can enhance one's ability to 
impact their organizational world. To them, charismatic communication is a three 
step process, which involves the charismatic persona (optimistic language, 
emotional expressiveness, and passionate commitment); the ability to create a 
bond drawing others in; and the ability to inspire and manage emotions in those 
around them. For them, charismatic leadership is highly learnable because it is a 
process rather than a function of personality and is therefore available to anyone. 

 
 Roberts, Wess (1987). Leadership Secrets of Attila The Hun. New York, NY: Warner Books.  

Breaking with tradition that focuses on only studying the best known and most 
socially acceptable heroes, Roberts bases his discussion on Attila the Hun, not 



only because of the metaphoric nature of this character, but because of his 
controversial image and acknowledgement as a determined, tough, rugged, and 
intriguing leader. He has taken some basic concepts and, following the reader's 
exposure to the history of Attila and his times, identified the leadership concepts, 
e.g. "paying and receiving deference" and "the essentials of decisiveness," which 
made him great. It is an entertaining book with strong messages. He holds, for 
instance, that "leadership is the privilege to have the responsibility to direct the 
actions of others in carrying out the purposes of the  organization, at varying 
levels of authority and with accountability for both successful and failed 
endeavors. It does not constitute a model or system." Like the work attributed to 
Sun Tzu, it is a wise use of military philosophy and analogies applied to the 
current environment of public and private sector leadership. 
 

Sayles, Leonard R. (1993). The Working Leader. New York, NY: the Free Press.  
Historically in American business, managers learn a series of good management 
practices (referred to as Generally Approved Management Principles) from their 
bosses or business schools. Under GAMP, effective management requires a 
statement of the problem and a goal, an evaluation of alternative paths with 
appropriate costs/benefits assigned, a plan with assigned responsibilities and 
performance goals, and clear managerial distinction  and management control. 
Sayles contends that under GAMP, passivity rules and American business has 
become stagnant. To this end, he calls for a new leadership philosophy, 
emphasizing a systems approach to organizational performance and using action-
oriented managers who encourage employees to participate in decisions and 
utilize  interactive delegation. This new leader is able to cope with ambiguity, is 
creative, can balance the changing needs of the organization on a tactical and 
strategic level and is both highly flexible and technically competent. Unlike other 
authors, Sayles sees high performance as a source of motivation, rather than high 
motivation producing performance: employees involved in high performing 
settings are more likely to be  motivated than those working in average or 
mediocre environments. He also focuses on  making decisions, seeing it as a work 
process rather that, normally, an isolated, individual calculation. Consequently, he 
discusses the need for teamwork, for decision-making participation and for the 
integration of cross-functional teams.  Finally, a key discussion point for him is 
the involvement of senior managers in encouraging work leadership, particularly 
in developing and maintaining a learning organization.  
 

Shelton, Ken, Ed. (1997). A New Paradigm of Leadership: Visions of Excellence for 21st  

Century Organizations. Provo, UT: Executive Excellence Publishing.  
Executive Excellence magazine is a monthly publication filled with critical 
discussions of  ethics, leadership, organizational change, and other issues of 
importance for chief executives. This book draws together 54 articles from the 
cadre of authors, executives, and consultants who regularly contribute to the 
magazine and offers new insight into the world of the empowering leader. One of 
the most cogent comments in any of the articles is provided by Bill Westfall, a 



former Florida law enforcement executive: "Managers care for the body of the 
organization; leaders care for the spirit; and great leadership does both!" 

 
Tichy, Noel M. (1997). The Leadership Engine. New York, NY: Harper Business. 

Tichy's basic premise is that winning organizations are teaching organizations and 
have leaders at all levels. Within each successful organization, leaders with a 
proven track record take responsibility for the development of other leaders; to 
them, teaching is one of their primary roles. Each of the teacher-leaders has 
developed strategies for teaching and for clearly communicating the 
organization's and their personal sense of values, as well as their own knowledge 
and experiences. For Tichy, the ultimate legacy of successful leaders is other 
successful leaders.  

 
Topping, Peter A. (2002). Managerial Leadership. New York, NY: McGraw Hill. 

Beginning with a discussion of “leading change as a manager; managing change 
as a leader,” Topping focuses on the critical need for leadership skills by 
managers in all levels of an organization. Working from a set of core 
competencies, he discusses the requirement for managers to become involved in 
coaching, teaching, and mentoring, and emphasizes the importance of a manager 
developing him/herself and others in the organization. This is a useful guide, 
offering examples of managerial leadership in action and closing each chapter 
with a series of applicable questions and exercises. 

 
Useen, Michael (2001). Leading Up: How to Lead Your Boss So You Both Win. New 
York, NY: Crown Books. 

Useen emphasizes the importance of upward leadership, the ability of a manager 
to garner the support of those in management positions above. Noting the 
important distinction between “leading up” and “managing up,” he analyzes 
numerous examples of successes—and failures—in this approach to leadership 
and offers a number of lessons for leaders to use in order to better assure their 
success. 

 
Welter, Bill, and Egmun, Jean (2006). The Prepared Mind of a Leader: Eight Skills 
Leaders Use to Innovate, Make Decisions, and Solve Problems. San Francisco, CA: 
Jossey-Bass. 

According to Welter and Egmun, Pasteur’s statement that “chance favors the 
prepared mind” holds particularly true for the 21st Century leader. Examining the 
success and failures of a number of organizations, they found some consistencies 
in the behaviors of successful leaders. Key to the success of such a prepared mind 
leader are eight fundamental skills: observing; reasoning; imagining; challenging; 
deciding; learning; enabling; and reflecting. 

 
White, Randall P., Hodgson, Philip, and Crainer, Stuart (1996). The Future of 
Leadership. Washington, DC: Pitman Publishing.  

According to these authors, amid the rapidly changing world, leadership has 
traditionally been considered to be a secure environment. To the contrary, they 



hold that leadership is no exception to the change process. It has become an 
evolving, dynamic concept. Using the analogy of Whitewater Leadership, i.e. the 
use of  mobile, flexible crafts to cross turbulent waters, they identified five key 
skills essential to leadership in times of change: learning from difficult situations; 
maximizing energy, particularly during ambiguity; resonant simplicity; a 
capability of multiple focus; and a mastery of one's inner sense. The most 
successful leaders of the future will be those who can best combine creativity, 
adaptability, risk-taking, and understanding into a constant movement forward.  

 
Whiteside, John (1993). The Phoenix Agenda. Essex Junction, VT: OMNED. 

According to mythology, the Phoenix was a magnificent bird which burned itself 
on a pyre of flames every 500 years and, from the ashes, arose as an even more 
magnificent Phoenix. Whiteside uses this analogy to describe American 
corporations, holding that significant changes in the recent past have led to major 
loss in profitability, flawed management decisions, high turnover and layoffs, and 
corporate restructuring necessitated by the bottom line rather than better business 
practices. His work focuses on transforming organizations in this time of constant 
change and turmoil. Managers must successfully shift mindsets in order to better 
drive action, achieve results, and reward performance. He creates the Phoenix 
Agenda, consisting of twelve language and communication tools, as a framework 
for transforming workplace communications.  

 
Zenger, John H., and Folkman, Joseph (2002). The Extraordinary Leader: Turning Good 
Managers into Great Leaders. New York, NY: McGraw-Hill. 

Zenger and Folkman begin this book with a chapter devoted to demystifying 
leadership, moving its study from a complex to a simple concept based upon five 
clusters of needed competencies: character, at the core of all leadership 
effectiveness; personal capability; a focus on results; interpersonal skills; and the 
ability to lead organizational change. During the course of this work, they offer 20 
of their own insights into leadership, review a case study on leadership 
development in the United States Marine Corps, and reflect on what the 
individual can do to become a great leader. They also discuss the organization’s 
role in leadership development. 
 

DEVELOPING A PERSONAL AND PROFESSIONAL PHILOSOPHY 
 
Ashworth, Kenneth (2001). Caught Between the Dog and the Fireplug, or How to Survive Public 
Service. Washington, DC: Georgetown University Press. 

Ashworth draws on his long experience in government and academic service to create 
this series of letters of advice, from a sympathetic uncle to a niece or nephew 
contemplating public service, that comprise this book. These monthly epistles focus on 
some of the more critical issues facing one in public service, ranging from dealing with 
the media and with politicians to risk taking in the public sector, to the pressures and 
influence exerted on public servants, to ethics and morality in public service. The format 
he adopts allows for easy understanding and is of great relevance to anyone in public 
service, particularly one in a position of law enforcement leadership. At the end of this 



work, Ashworth offers a list of “a hundred really good books,” including biographies, 
autobiographies, and histories, useful to a developing leader. 

 
Bellman, Geoffrey M. (1996), Your Signature Path. San Francisco, CA: Berritt-Koehler 
Publishers.  

Bellman has developed this book “for reflective, invested people who care about 
the difference they are making in the world.” Beginning as notes in his personal 
journal, he organizes his commentary around three elements of an individual’s 
unique journey through life (i.e., one’s signature path): one’s public, private, and 
reflective self (body, mind, and heart); one’s external world; and one’s path (one’s 
interaction with that world). If read as the author intends, the book requires 
reflection and interaction by the reader; in fact, Bellman suggests keeping a 
journal to capture thoughts generated through some forty defined opportunities to 
reflect and write. His goal is to create a learning experience where an individual, 
especially an executive, can gain knowledge about the most important issue a 
leader confronts: oneself.  
 

Carter-Scott, Cherie (2000). If Success Is a Game, These Are the Rules: Ten Rules for a 
Fulfilling Life. New York, NY: Broadway Books. 

Distinguishing between success and fulfillment, Carter-Scott has written this 
inspirational book to articulate those “universal truths” that underlie all successful 
individuals. Among her rules: Each person has their own definition of success; 
Self-trust is essential; Your actions affect your outcomes; and Each setback 
provides valuable lessons. 

 
Covey, Stephen R. (2007). The Seven Habits of Highly Effective People. New York, NY: 
Free Press.  

Covey bases his character ethic, the central paradigm of this work, on the 
fundamental idea that there are principles that govern human effectiveness, 
natural laws about people that are as real and unchanging as laws about gravity in 
the physical dimension. Among these he includes fairness, integrity and honesty, 
human dignity, service, quality or excellence, and potential. From these basic 
principles he is able to identify seven habits, internalized principles and patterns 
of behavior that govern those he considers to be the most effective leaders. 
Interlocked with these seven habits are critical paradigms which build upon each 
other: dependence, independence, interdependence, and renewal. From his 
experience, then, the most effective individuals are proactive; begin with the end 
in mind; put first things first; think win/win; seek first to understand, then to be 
understood; synergize; and sharpen the saw, i.e. make a continual effort at 
renewal and self evaluation. 

 
Covey, Stephen R. (2005). The Eighth Habit: From Effectiveness to Greatness. New 
York, NY: Free Press.  

Recognizing that the world has changed since he first published The Seven Habits 
of Highly Effective People in 1989, Covey still believes in the relevance of his 
earlier publication. He notes, however, that in this age of knowledge-based 



workers, there is a need for an Eighth Habit, one that adds a dimension to his 
original seven. That eighth habit is to “find your voice and inspire others to find 
theirs.” This book is built around that addition: how to discover and express one’s 
voice; how to model character and competence to others; how to align goals and 
systems for effective results; and how to empower others and release their passion 
and talent. 
 

Covey, Stephen R. (1990). Principle-Centered Leadership. New York, NY: Summit.  
Expanding on his 7 Habits of Highly Effective People, Covey holds that, to be 
effective, we must center our personal lives and leadership of organizations and 
people on certain basic, inviolate, inter-related principles: trustworthiness, based 
on character and competence, at the personal level; trust at the interpersonal level; 
empowerment of your personnel at the management level; and alignment—of 
strategy, style, structure, systems, and environmental realities—at the 
organizational level. Covey’s approach to leadership is firmly rooted in a strong 
personal philosophy, especially that the shared values or governing principles of 
the organization ought to be the primary consideration for its actions; all else the 
organization does are simply derivatives of such values.  

 
Godin, Seth (1995). Wisdom, Inc. New York, NY: Harper Collins.  

In his forward to this book, Zig Ziglar describes it as a work that has “something 
for everyone.” The book itself is organized around 26 virtues identified in a 
survey sent out to more than 20,000 mid-level and top managers in a variety of 
fields throughout the country. The top ten named by the respondents, in order, are 
no surprise: ethics, teamwork, honesty, curiosity, hard work, intelligence, self-
motivation, sense of humor, initiative, and creativity. The discussion of each 
virtue reflects the survey’s results and comments, as well as anecdotes, quotes, 
and examples to illustrate it. Some of his comments (and those of the respondents) 
are particularly insightful. As he notes in discussing initiative, “senior executives 
fall into three categories: those who make things happen; those who watch things 
happen; and those who wonder what happened!” 

 
Gracian, Baltasar (1991). The Art of Worldly Wisdom. Translated by Christopher Maurer. 
New York, NY: Currency Doubleday. 

Gracian, a Spanish Jesuit scholar, wrote this book more than 300 years ago. Like 
Machiavelli, his philosophy of life is just as applicable today. At the core of his 
writing are 300 aphorisms, each supported by a substantive paragraph in which 
lies the most significant lesson. For instance, his aphorism “speak prudently” is 
magnified and contemporarily applicable when he explains, “speak as though 
you’re writing your testament: the fewer words, the fewer lawsuits.” Similarly, 
“never lose yourself respect” is expanded to include “let your own integrity keep 
your righteous. You should owe more to the severity of your own judgment than 
to all external precepts.” 

 
Greer, Colin, and Kohl, Herbert, Eds. (1995). A Call to Character. New York, NY: 
Harper Collins.  



A Call to Character is a compilation of stories, poem, proverbs and tales that can 
be used as a resource for families, as well as for the workplace and its leaders. 
Holding that “character develops and is tested for life; it is not fixed once and for 
all,” the editors have divided their work into four sections: values that relate to 
one’s self (courage, self-discipline, integrity, creativity and playfulness); values 
that relate to people one knows (loyalty, generosity, empathy, honesty, and 
adaptability); values that relate to people one doesn’t know (idealism, 
compassion, responsibility, balance, and fairness); and values that relate to love.  

 
Howard, Philip K. (1994). The Death of Common Sense. New York, NY: Random House. 

It appears that American citizens are frustrated with overly controlling 
governments, with a society of laws exemplified by thick law books, and a society 
where the most common preposition seems to be “versus.” In light of this, 
Howard has developed a critical treatise of the laws, rules, and administrivia 
which seem to suffocate America, stifle individual initiative, and eliminate 
personal responsibility. For a criminal justice executive, this book, while perhaps 
over-emphasizing some issues, is critical as one develops a philosophy of 
leadership and community interaction. 

 
Jones, Laurie Beth (1995). Jesus, CEO: Using Ancient Wisdom for Visionary Leadership. 
New York, NY: Hyperion. 

From a theoretical perspective, Jones enhances the Alpha management style 
(based on the masculine, authoritative use of power), and the Beta style (based on 
the feminine, cooperative use of power) incorporating them into Omega 
management style. From a practical perspective, she identifies and applies three 
areas of strengths of Jesus, whom she believes personified this Omega style: 
strength of self-mastery, strength of action, and strength of relationships. Holding 
that successful leadership requires a combination of all three, she weaves biblical 
stories, current events and leadership examples, and probing questions into an 
examination of one’s own life and leadership abilities. Of particular interest to 
criminal justice executives will be her “Affirmations for Leaders,” a list of 61 
practical precepts which should adorn the wall and life of any leader. 
 

Kanungo, Rabindra N., and Mendonca, Manuel (1996). Ethical Dimensions of 
Leadership. Thousand Oaks, CA: sage Publications. 

Holding that there is at least an “ethical malaise” in business ethics, these authors 
discuss the ethical dimensions underlying the paradigm present in organizational 
leadership theory. Of particular importance is their discussion of the role of 
ethical principles and behavior in the relationships and interactions between a 
leader and his/her followers. 

 
Kidder, Rushworth M. (1995). How Good People Make Tough Choices. New York, NY: 
William Morris & Company. 

The idea for this book was generated by Kidder’s interviews for another book 
which identified the “breakdown of morality” as a key issue on the agenda of 
humanity in the 21st Century. To this end, he explores the difficult decisions 



which leaders and managers must make, many of which are not clearly right vs. 
wrong, and examines four dilemma paradigms underlying such decisions: truth 
vs. loyalty; individuals vs. community; short term vs. long term; and justice vs. 
mercy. Using three key principles for decision-making (ends-based; rule-based; 
and care-based), he attempts to establish a practical guide for resolving dilemmas 
which confront the executive. 

  
Kirchhoff, William E.; Lansinger, Charlotte; and Burack, James (1999). Command Performance: 
Career Guide for Police Executives. Washington, DC: Police Executive Research Forum. 

Recognizing that information useful to one planning a career as a police chief is limited, 
the authors draw on a 1997 survey conducted by the Police Executive Research Forum 
(PERF) to answer two basic questions on the minds of chief executive wannabes: How do 
I best prepare to be a police chief? How do I best compete in a chief’s selection process? 
Chapters in the book discuss a variety of elements, including managing one’s career, 
preparing a resume, competing in interviews and assessment centers, effective 
negotiations and obtaining appropriate compensation, and employment agreements and 
contracts. A chapter entitled “Advice from the Pros” reflects many of the comments 
obtained during PERF’s survey, and appendices offer significant resources and sample 
documents for readers to use. 

 
Machiavelli, Niccolo. (1952). The Prince. New York, NY: New American Library.  

Perhaps the best-known political text of all time, The Prince has been viewed as a 
document of the evil politician; rather, it should be seen as a handbook for 
understanding the political process within any organization. Its philosophical 
underpinnings offer insight to any executive who must deal with politics at the 
macro and micro level, whether within or outside their organization. Most 
importantly, it is a book about people and their interactions and an artful guide to 
human psychology.  

  
Musashi, Miyamoto. (1993) The Book of Five Rings. Boston, MA: Shambhala.  

Like The Art of War, The Book of Five Rings was prepared for a different, more 
warlike audience (in this case, Japanese Samurai, Circa 1650); in contemporary 
society, we see its strategies and tactics applied to the corporate battlefield. This 
translation by Dr. Thomas Cleary first places the work in the context of 17th 
Century Japanese society, then presents Musashi’s philosophical, pragmatic 
discussion of how to assure mastery of forces which rage against you. His 
principles (e.g. learn to see everything accurately; become aware of what is not 
obvious; be careful even in small matters) are particularly applicable to criminal 
justice executives. 

 
Nair, Keshaven (1997). A Higher Standard of Leadership: Lessons from the Life of 
Gandhi. San Francisco, CA: Berrett-Koehler Publications. 

Recognizing that Gandhi’s life was governed by principles and values rather than 
policies, Nair builds a leadership framework which reflects the moral and spiritual 
dimensions of leadership. Arguing that effective leadership necessitates a higher 
standard of conduct based upon integrity, service, and moral principles, he 



emphasizes that “leadership by example is not only the most pervasive, but also 
the most enduring form of leadership.” 

 
 
Ruiz, Miguel Angel (1997). The Four Agreements: A Practical Guide to Personal Freedom. San 
Rafael, CA: Amber-Allen Publishing. 

Drawing from ancient Toltec philosophy, Ruiz identifies four core beliefs that, in his 
opinion, can enhance one’s personal power and ability to lead others: Be impeccable with 
your word; Don’t take anything personally; Don’t make assumptions; and Always do 
your best. He provides a detailed discussion of each in this small volume and reinforces 
the importance of personal choice in deciding and controlling one’s destiny and, in the 
case of leaders, one’s legacy. 

 
Sabine, Gordon and Patricia (1983). Books That Made the Difference. Hamden, CT: 
Library Professional Publication. 

Sponsored by the Library of Congress, these authors encouraged some 1400 
Americans from throughout the country to answer two questions: What book 
made the greatest difference in your life? What was the difference? From the 
answers, it becomes obvious that, in fact, books can make a difference, can 
inspire careers, and can positively change one’s way of looking at life.  

 
Saint Exupery, Antoine de (1943).  The Little Prince. New York, NY: Harcourt Brace 
and Company. 

Found in most bookstores in the children’s books section, The Little Prince is 
more than a child’s book. It is, instead, a view of life, an examination of those 
things which can and should be important to any individual, particularly a leader. 
It offers basic philosophical statements that seem simple to children yet complex 
to adults.  
 

Sanborn, Mark (2004). The Fred Factor. New York, NY: Currency Books.  
Using the story of Fred, his local mail carrier, as the pivotal tale in this book, 
Sanborn discusses how an individual can turn his ordinary job into something 
extraordinary. He identifies four Fred principles critical to such a successful 
action: recognizing that everyone makes a difference; accepting that success is 
built on relationships; realizing that you must continually create value for others 
and that it doesn’t have to cost a penny; and acknowledging that you can reinvent 
yourself regularly. His Fred report card, useful for self-assessment, allows one to 
evaluate his or her own awareness, agenda, attitude, actions, and 
accomplishments. 

 
Sun Tzu (1963). The Art of War. London: Oxford University.  

Written in China more than 2000 years ago, The Art of War is a classic example 
of the strategies and tactics of the battlefield being fully translated into the 
strategies and tactics of corporate and public America. The individual lessons of 
General Sun Tzu are as applicable today as when they were written, for example, 
“management of many is the same as management of few. It is a matter of 



organization.” The requirement for the criminal justice leader is to not only read 
the text, but also to understand its subtleties, being willing to use the Chinese 
doctrine as a backdrop for understanding contemporary issues, politics and 
people.  

 
 INTEGRITY AND PERSONAL ACCOUNTABILITY 
 
Aristotle (Translated by Terence Irwin) (1985). Nichomachean Ethics. Indianapolis, IN: 
Hackett Publishing Company. 

Aristotle’s work is the foundation of many contemporary discussions and writings 
on integrity, ethics, and ethical behavior. This work offers an insight into his 
thoughts on virtue and on how a “virtue of character” is acquired, including the 
need for habituation, “and therefore …practice, not just theory.” Aristotle’s 
ethical standards and his views on ethics, moral education, and politics are as 
important for the law enforcement executive of the 21st century as they were for 
the Greek of 340 BC.  

 
Badaracco, Jr., Joseph L. (1997). Defining Moments: Why Managers Must Choose 
Between Right and Wrong. Boston, MA: Harvard Business School Press. 

As a teacher of leadership and management, Badaracco often found himself 
facing the question: where can managers turn for guidance on the moral dilemmas 
of management? Recognizing that practicing managers value effective guidance 
as they actually experience a problem, he developed his book to examine the 
“right vs. right” conflicts managers regularly face and to look for real world 
solutions beyond the standard inspirational answers to difficult problems found in 
most texts. Most particularly, Badaracco focuses on defining moments, in which 
ethical decisions, in the words of John Dewey, “form, reveal, and test the self,” 
and through which managers truly become the ethics teachers of their 
organizations. 

 
 
Badaracco, Jr., Joseph L. (2002). Leading Quietly: An Unorthodox Guide to Doing the 
Right Thing. Boston, MA: Harvard Business School Press. 

 It has been Badaracco’s experience that the most effective leaders are rarely high 
profile figures or public heroes. Instead, they are “quiet leaders,” whose display of 
three primary virtues—restraint, modesty, and tenacity—is most frequently 
responsible for their outstanding successes. This book is an exploration of that 
premise in which Badaracco discusses lessons from the leadership styles and 
efforts of those quiet leaders. 

 
Badaracco, Jr., Joseph L. (2006). Questions of Character: Illuminating the Heart of 
Leadership Through Literature. Boston, MA: Harvard Business School Press. 

Badaracco argues that literature helps leaders develop personal answers to 
pressing professional questions. He explores this premise by examining eight 
universal leadership challenges, asking such questions as How flexible is my 
moral code? and How will I combine principles and pragmatism? through eight 



outstanding pieces of fiction, including Death of a Salesman and A Man for All 
Seasons. His approach is a novel method of applying real world, albeit 
fictionalized, scenarios to our own management decisions. 

 
Bennett, William J. (1993). The Book of Virtues. New York, NY: Touchstone.  

Like Greer and Kohl, Bennett has compiled an anthology of stories from literature 
and history as a teaching tool for the basics of good character. His emphasis 
throughout is on the moral education of children; again, however, the book is 
equal value in reinforcing the lessons already learned by organizational leaders. 
He bases his approach on a basic and, hopefully valid, assumption: “the vast 
majority of Americans share a respect for certain fundamental trait of character.” 
He then identifies and illustrates with his stories ten critical virtues inherent in 
good character: self-discipline, compassion, responsibility, friendship, work, 
courage, perseverance, honesty, loyalty, and faith.  

 
Blanchard, Kenneth, and Peale, Norman V. (1988). The Power of Ethical Management.  
New York, NY: William Morrow and Company.  

Recognizing that signs of ethical deterioration permeate the world, Blanchard and 
Peale introduce this work with several basic beliefs: 1) ethical behavior is related 
to self-esteem; persons who feel good about themselves can weather outside 
pressure and “do the right thing;” 2) a strong code of morality in any business is 
the first step toward its success; and 3) ethical managers are winning managers. 
They offer a series of basic “ethics check” questions for managers to use in 
evaluating decisions and put forth their five “P’s” of ethical power (Purpose, 
Pride, Patience, Persistence, and Perspective), apply those principles to 
individuals and to organizations. The book is written in a parable format, allowing 
the reader the opportunity to apply the authors’ ethical constructs to the situation 
of a manager in an ethical bind. The importance of ethical preparation and high 
moral standards for a criminal justice executive is captured in one of a number of 
famous quotes highlighted throughout the book: “You can’t expect an empty bag 
to stand up straight.” 

 
Carter, Stephen L. (1996). Integrity. New York, NY: Basic Books.  

In this book, Carter, a professor of law at Yale University, examines the issue of 
integrity in American life. Citing applications in the law, media, education, and 
politics, his central theme is that the exercise of integrity requires three steps: (1) 
discerning what is right and what is wrong; (2) acting upon what you have 
discerned, even at personal cost; and (3) saying openly that you are acting in your 
understanding of right and wrong. The writer bases his efforts on extensive 
explanation of the issues of integrity; applications to a variety of fields; and, 
ultimately, ruminations about philosophical issues of integrity, including the 
degree to which it can be legislated.  

 
 

Close, Daryl, and Meier, Nicholas (1995). Morality in Criminal Justice. Belmont, CA: 
Wadsworth Publishing.  



This work is an introductory textbook on ethical issues in criminal justice. Made 
up of readings in key areas such as due process, individual discretion and decision 
making, loyalty, punishment, use of force and the Institution of Criminal Justice, 
the book exposes the reader to classic writers and ethics such as John Stuart Mill 
and Emanuel Kant, as well as contemporary criminal justice scholars, including 
Karl Klockars, Jerome Skolnick and David Carter. Each of the reading selections 
is followed by student-oriented questions and, perhaps more important, chapters 
are concluded with a series of case studies applying the principles from the 
reading and including focused discussion questions.  

 
Dalai Lama (1999). Ethics for the New Millennium. New York, NY: Riverbend Books. 

Holding that, in general, people whose conduct is ethically positive are more 
satisfied with life, the spiritual leader of the Tibetan people attempts to define 
“positive ethical conduct” and provide a roadmap for its achievement. In this 
interesting philosophical treatise, he recognizes that all the world’s major 
religions are directed toward helping human beings reach lasting happiness. 
He defines an ethical act as one “where we refrain from causing harm to others’ 
experience or expectations of happiness” and identifies a number of basic ethical 
standards: restraint, virtue, and compassion. He concludes by emphasizing the 
universal responsibility of each person for his or her actions and ethical conduct, 
including a commitment to the principle of honesty. 

 
DeLattre, Edwin J. (2006). Character and Cops: Ethics in Policing (Fifth Edition). Washington, 
D.C.: American Enterprise Institute Press. 

DeLattre’s critical commentary places police integrity and organizational ethics in 
the social context and mission of policing. He focuses on the exercise of 
discretion, corruption for profit, illegal narcotics issues, and the use of deadly 
force as areas demanding both individual and organizational integrity. DeLattre 
ties together the fundamentals of individual character with the leadership and 
character of a department, especially through the application of appropriate and 
intense training. As he summarizes, “living up to the highest ideals of policing 
calls for character and wisdom. Genuine professionalism always does.” 

 
DeLattre, Edwin J. (1991). Against Brutality and Corruption: Integrity, Wisdom, and 
Professionalism. Tallahassee, FL: Florida Criminal Justice Executive Institute.  
This monograph was the first publication in the Florida Criminal Justice Executive Institute’s 
“Issues and Commentary” series. Taken from lectures prepared by Dr. DeLattre following the 
Rodney King incident, it deals forcefully with integrity, ethics as a component of professional 
competence, and both corruption and brutality in criminal justice. He focuses important attention 
on how the lack of personal responsibility is often the subject of intricate excesses, and on the 
exertion of moral authority as the ultimate responsibility of police executives in the exercise of 
their leadership. 

 
DeLattre, Edwin J. (1996).  Organizational Integrity: The Role of the Executive. 
Tallahassee, FL: Florida Criminal Justice Executive Institute. 



In this work, DeLattre moves from dealing with the line officer and the 
organization in general to specific requirements of the police executive. His call 
for accountability and the avoidance of hypocrisy by executives has two edges: 
praise, support, and reward for excellence, and intolerance of bad faith mistakes. 
Above all, DeLattre recognizes that the role of law enforcement and criminal 
justice is a public trust which can only be maintained by individuals and 
institutions that give it their highest allegiance in the routine affairs of daily life.  

 
Gaffigan, Stephen J., and McDonald, Phyllis P. (1997). Police Integrity: Public Service 
with Honor. Washington, DC: U.S. Department of Justice. 

This work documents the presentations and recommendations of the small group 
working sessions at the National Symposium on Police Integrity sponsored by the 
Office of Community Oriented Policing Services and the National Institute of 
Justice in July 1996. The Symposium examined public trust, public perception, 
and police integrity and focused on developing short and long-term strategies to 
establish and maintain high standards of conduct and performance. Of particular 
interest are the key findings of the nine work groups assembled to deal with issues 
in more depth and to make recommendations on the Symposium’s three key 
themes: integrity and ethics; police culture, leadership, and organizations; and 
internal systems and external forces impacting police integrity.  

 
Gelb, Barbara (1983). Varnished Brass. New York, NY: G.P. Putman’s Sons.  

In the early 1970’s, Serpico and others went public with the problems of 
corruption in the New York Police Department. Subsequently, that Department 
was faced with not only correcting its problem, but also re-establishing its public 
image. Gelb’s historical study documents the decade following Serpico’s 
revelations and, in particular, focuses on several New York Police Commanders 
who, brought up in the Department prior to Serpico, were charged with assuring 
the “new” Department’s integrity and revised image. Most intriguing is her 
discussion of the impact of this new Department and its direction on these 
particular individuals and their careers. 

 
Goodman, Debbie J. (1998). Enforcing Ethics. Upper Saddle River, NJ: Prentice Hall. 

This scenario-based workbook begins by identifying several factors which 
influence an officer’s ethical conduct, including his/her environment, the effect of 
the training academy, an officer’s home life, his/her individual beliefs, the effect 
of an officer’s involvement with citizens, and the impact of stress. Goodman then 
provides 50 scenarios to prompt discussion and suggests responses to each 
scenario consistent with legal and ethical guidelines. 

 
Halberstam, Joshua (1993). Everyday Ethics: Inspired Solutions to Real-life Dilemmas. 
New York, NY: Penguin Books. 

Everyday Ethics is an easy-to-read book about key ethical issues, particularly 
personal character. It examines and discusses a variety of contemporary moral 
concerns: the morality of relationships; the morality of romance; the morality of 
making judgments; and the integrity of one’s values. Challenging nine misleading 



moral clichés, this work offers the reader an opportunity to define and refine 
his/her beliefs about character in a contemporary leadership position. 

 
Hess Edward D., and Cameron, Kim S. (Eds) (2006). Leading with Values: Positivity, 
Virtue, and High Performance. Cambridge, UK: Cambridge University Press. 

Values-based leadership draws its strength from certain universal and 
fundamental values, such as integrity, trust, and the dignity and worth of the 
individual. Hess and Cameron have been joined by 14 other authors from the 
public, private, ad military sector to discuss principled leadership, its role in 
governance of an organization, and values-based leadership practices in today’s 
society. 

 
Klockars, Carl B.; Ivkovic, Sanja Kutnjak; and Haberfeld, Maria R. (2006). Enhancing 
Police Integrity. Dordrecht, The Netherlands: Springer. 

Focusing on integrity as a broader issue than police discretion or ethics, these 
authors define police integrity as the “normative inclination among police to resist 
temptation to abuse the rights and privileges of their occupation.”  This book is 
built upon the authors’ 1997 survey of 30 police agencies on the issue of integrity 
and a subsequent in-depth, eighteen-month field study of three agencies: 
Charleston, South Carolina; Charlotte-Mecklenburg, North Carolina; and St. 
Petersburg, Florida. In addition to its detailed and forthright analysis of these 
departments, the book also focuses on the issues related to recruitment, selection, 
and training; processing of citizen complaints; meting out discipline; 
circumscribing the code of silence; and enhancing police integrity. : 

 
Kouzes, James M., and Posner, Barry Z. (2003).  Credibility: How Leaders Gain and 
Lose It, Why People Demand It. San Francisco, CA: Jossey-Bass. 

As part of their efforts at studying shared values and their impact on leading an 
organization, Kouzes and Posner have reached two major related conclusions: 
leadership is personal and, as a result, if people don’t believe the messenger, they 
won’t believe the message. To this end, their book focuses on a number of 
fundamentals related to credibility that, regardless of the organization or the time, 
do not change: Character counts; Individuals act, organizations create cultures; 
Our system is based on trust; and Leadership is a dialogue, not a monologue.  The 
book then expands on these topics and others previously identified in The 
Leadership Challenge and emphasizes the critical importance of a trusting 
relationship in organizational leadership.  
 

Kuczmarski, Susan Smith, and Kuczmarski, Thomas D. (1995). Values-Based Leadership. 
Englewood Cliffs, NJ: Prentice-Hall.  

These authors contend that changes in American society, particularly the 
disintegration of the traditional family and a corresponding erosion of values, are 
accompanied by dysfunctional organizations. For organizations to be successful, 
then, normlessness in employees must be replaced by a values-based mindset 
within  the organization. Theirs is actually a call for a "war for values and norms." 
To this end, they identify major areas which employees in their study cited most 



frequently as factors that reduce job satisfaction within the organization and offer 
a number of initiatives which can build values within the individual and, 
ultimately, the organization. They recognize, of course, that values are personal 
beliefs and the organization needs to identify values for itself that represent the 
collective personal values of the individuals who work there. The goal, then, is to 
acculturate those values, integrating their use throughout the organization, its 
leadership, and its work product.  

 
Lebow, Rob, and Spitzer, Randy (2002). Accountability: Freedom and Responsibility 
without Control. San Francisco, CA: Berrett-Koehler. 

Using a story about five strangers on a train from Denver to Los Angeles as their 
backdrop, the authors describe the issue of accountability, exploring how 
organizations hold people accountable and differentiating between freedom-based 
and control-based systems. They hold that the freedom-based approach, which 
begins with the efforts of a visionary leader and reflects the willingness of 
employees to accept personal responsibility, offers the greatest results for the 
organization. 

 
Miller, John G. (2004). QBQ! The Question Behind the Question: What to Really Ask 
Yourself to Eliminate Blame, Complaining, and Procrastination, New York, NY: G.P. 
Putnam’s Sons. 

Miller believes that the lack of personal accountability is a major issue for society 
and for individuals. Consequently, rather than ask questions which place blame 
elsewhere or which fail to accept responsibility, he encourages the asking of the 
“question behind the question,” questions which plumb to the real roots of a 
problem and assure our own responsibility for its solution. As he notes, 
ownership, one element of personal accountability, reflects a “commitment of the 
head, heart, and hands to fix the problem and never again affix the blame.” 
 

Schlessinger, Laura C. (1996). How Could You Do That? New York, NY: Harper Collins.  
Subtitled “The Abdication of Character, Courage, and Conscience,” Dr. 
Schlessinger’s work offers a critical commentary on the principle of personal 
responsibility. Weaving case studies throughout, she examines core questions 
centering on the tendency to avoid conscience, self-respect, morals, and integrity 
and forces one to question the key concepts within life. Her bottom line? Personal 
joy comes from doing right.  

 
LEARNING FROM THE PAST AND FROM THE EXPERIENCES OF OTHERS 
 
Abrashoff, Michael (2002).  It’s Your Ship: Management Techniques from the Best Damn 
Ship in the Navy. New York, NY: Warner Books. 

Drawing on his experiences as the commander of the guided missile destroyer 
USS Benfold, Abrashoff, a retired Captain in the United States Navy, discusses 
his efforts to improve the abilities and performance of the Benfold’s crew. He 
holds that success in “getting the most out of a crew” depends on three variables: 
the leader’s needs, the organization’s atmosphere, and the crew’s potential 



competence. The book is a detailed analysis of his approach to leadership and the 
ten lessons he learned and that guided him while in command. 

 
Behn, Robert D. (1991). Leadership Counts. Cambridge, MA: Harvard University Press.  

In 1993, Massachusetts significantly altered its welfare system, attempting to 
move welfare recipients from dependency to self-sufficiency. Behn’s book is a 
case study of that effort, an analysis of the interplay between public policy, 
administration and leadership. His finding: At the heart of any success the 
Massachusetts welfare system experienced is leadership, an emphasis on purpose, 
involvement, and responsibility for results. Leadership Counts! 

 
Blumenson, Martin (1972) The Patton Papers. Boston, MA: Houghton Mifflin.  

This two-volume set is a compilation of the career-spanning writings of General 
George S. Patton, Jr. At the request of, and with the involvement of General 
Patton’s family, Blumenson was allowed access to some fifty filing cabinets that 
held Patton’s notebooks, diaries, articles, speeches, scrapbooks, and 
correspondence, particularly letters to his wife. The Patton Papers allow us insight 
into one of America’s most renowned military leaders. As Blumenson notes in his 
prologue, “what sort of man he was, what impelled him to achievement, what 
thoughts, beliefs, convictions he had, what impressed him, he himself revealed in 
his papers…above all else, in the infinite complexity of his character, he was 
intensely human.” 

 
Bouza, Anthony V. (2001). Police Unbound: Corruption, Abuse, and Heroism by the Boys in 
Blue. Amherst, NY: Prometheus Books. 

Tony Bouza is well-known for his leadership in the New York Police Department and, 
later, as Chief of the Minneapolis Police Department. This book provides his view on the 
culture of law enforcement in the United States, both as it is developed within the 
organization and results from the expectations caused by the media and by the public. His 
chapter focusing on self-improvement and management is worthy of review by any up-
and-coming law enforcement leader, and his commentary on the internal climate of law 
enforcement offers an insightful view into this unique world of public service. 

 
Bratton, William, with Peter Knobler. Turnaround: How America’s Top Cop Reversed 
the Crime Epidemic. New York, NY: Random House. 

William Bratton has headed a number of major American law enforcement 
agencies, including the Boston and New York Transit Authority Police 
Departments, Boston Police Department, New York Police Department, and Los 
Angeles Police Department. This is his story, reflecting on his long career in law 
enforcement, his successes and failures, and his relationship with those political 
figures that can make or break a law enforcement leader. 

 
Domanick, Joe (1994). To Protect and To Serve. New York, NY: Pocket Books. 

The Los Angeles Police Department has served as a model for police agencies 
throughout this country. Domanick, combining skills as an investigative journalist 
and a historian, closely examines the history, development, and, to a significant 



degree after Rodney King, erosion of the Los Angeles Police Department. His is 
an extensive documentation of this organization’s internal politics and political 
nature. It serves as a chronicle of a powerful public institution and an examination 
of the strengths and weaknesses of major urban police departments. 

 
Dungy, Tony, with Nathan Whitaker (2007). Quiet Strength: A Memoir. Carol Stream, 
IL: Tyndale House. 

The first African American coach to win the Super Bowl, Dungy reflects on his 
faith, his successes, and his tribulations during his personal and professional life. 
He discusses those leadership skills which have worked on the athletic field and 
those lessons that were important in allowing him to be a role model on and off 
the gridiron. 

 
Enkelis, Liane, and Olsen, Karen (1995). On Our Own Terms: Portraits of Women 
Business Leaders. San Francisco, CA: Berrett-Koehler. 

Recognizing that the roles and recognition of women have expanded over the last 
several decades, Enkelis and Olsen hold the accomplishments of many women 
leaders who have gone largely unnoticed by the press, robbing the public in 
general and aspiring women in particular of much needed role models. Their 
work, then, is an effort to fill this void, detailing the success of a number of 
female business and political leaders and, in the own words of these leaders, 
reflecting upon their personal experiences in rising to the top. 
 

Franklin, Joseph P. (2007). Building Leaders the West Point Way: The Principles from the 
Nation’s Most Powerful Leadership Lab. Nashville, TN: Thomas Nelson. 

Major General Joseph P. Franklin, a graduate of West Point also served there later 
as Commandant of Cadets, the equivalent of a university dean of students. 
Holding that competent, even inspiring, leadership is within the grasp of 
everyone, this book reflects on his military and post-retirement career and focuses 
on the principles of leadership he holds as most necessary and valuable: duty, 
honor, faith, courage, perseverance, confidence, approachability, adaptability, 
compassion, and vision. 
 

Gates, Daryl F. (1992). Chief. New York, NY: Bantam.  
Known for his innovation as a police administrator and police chief, Daryl Gates 
also became known for his failings during the days following the Rodney King 
incident in Los Angeles. His autobiography, written with Diane K. Shah, is a self-
reflection on a career exposed to some of the most tumultuous times and events in 
American history. His words provide an understanding of critical law 
enforcement events from the perception of those experiencing them in leadership 
roles and positions.  

 
Gerstner, Jr., Louis V. (2002). Who Says Elephants Can’t Dance? Inside IBM’s Historic 
Turnaround. New York, NY: HarperBusiness. 

In the early 1990’s, IBM suffered tremendous financial losses as the computer 
industry underwent dramatic change. Louis Gerstner was brought in from RJR 



Nabisco to turn the organization around. This book discusses his efforts to re-
establish IBM dominance in the marketplace, to re-invent its corporate culture, 
and to rebuild its leadership strategies. 

 
Gold, Marion E. (1999). Top Cops: Profile of Women in Command. Chicago, IL: Brittany 
Publications. 

After providing a brief history of women in policing, Gold profiles 13 women in 
leadership positions in state and local law enforcement agencies. Based on 
interviews with each of these women, the book discusses their successes and 
difficulties in rising through the ranks of their respective agencies and focuses 
particularly in the role of mentoring in their careers. 
 

Goodwin, Doris Kearns (2005). Team of Rivals: The Political Genius of Abraham 
Lincoln, New York, NY: Simon & Schuster. 

In the days following his election as President of the United States, Abraham 
Lincoln assembled a Cabinet that included three of his rivals for the Republican 
nomination and three former Democrats. That true team of rivals, working 
through their own disagreements and led to focus by President Lincoln, ultimately 
brought peace to a country at war and set the stage for the reconciliation of bitter 
wartime enemies. 
 

Graham, Pauline, Ed. (1995). Mary Parker Follett: Prophet of Management. Boston, 
MA: Harvard Business School Press. 

With a preface by Rosabeth Moss Kanter and an Introduction by Peter Drucker, 
this work clearly relates Follett’s writings in social work, political science and 
management, articles from the 1920’s and 1930’s, to contemporary executive 
leadership. At the core of Follett’s writing are four key postulates, enlightening 
especially because of the era in which they were written: conflict cannot be 
avoided, instead it should be used to work for us; management is not exclusive to 
business, but the generic function of all organizations, even government agencies; 
management is a function and a discipline; and the critical challenge of leadership 
is assuring the protection of the citizen. As Graham captures the full impact of her 
work: “she addresses, among other subjects, the issues of power, conflict, 
leadership, control, responsibility, consent, and participation and formulated 
principles to be applied to everyday situations in the workplace … her work is 
characterized by the cohesiveness and modernity of her thought, the immediacy 
and subtlety of her language, the breadth of her understanding, and the wisdom of 
her insights.” 

 
Giuliani, Rudolph W. (2002). Leadership. New York, NY: Hyperion. 

Reflecting on his leadership roles in a variety of settings, especially as Mayor of 
New York City following the 9/11 attacks, Giuliani discusses his personal beliefs 
on leadership. His use of specific examples for each of his basic principles and his 
direct message about those tenets underscore his recognition that leadership, 
especially in government service, is a privilege that carries with it many 
responsibilities. 



 
Harari, Oren (2005). The Powell Principles: 24 Lessons from Colin Powell, Battle-proven 
Leader. New York, NY: McGraw-Hill. 

Harari has developed 24 lessons from the military experiences of General Colin 
Powell, examining his decision-making habits and leadership philosophy. 
Powell’s approach to leadership is to examine the general wisdom and then 
modify it to fit the necessary circumstances.  Under his approach, for example, 
“encourage sycophants” becomes “promote a clash of ideas;” “view people as 
instruments” instead becomes “view people as partners;” and “lean on hierarchy” 
is seen as “don’t rely on charts and titles.” 
 

Heller, Robert (1992). The Super Chiefs. New York, NY: Truman Talley.  
Like others, Heller has chosen to look at what he considers a new breed of type of 
top manager at work in American business, individuals who practice a leadership-
for-results philosophy. He closely examines many of the most innovative 
companies of the early 1990’s and allows the reader to see what actually occurs 
within the environment of the organization. His book is built around several 
themes, especially that successful businesses: invest in leadership; add power to 
responsibilities; teach success; create the super structure; generate strategic 
power; master new modes of business processes, particularly relating to quality; 
are able to win prime performance; and oftentimes are viewed as achieving the 
impossible. Interestingly, in setting the stage in his introduction, Heller uses an 
example of an application of his fundamental principles to show how they 
integrate into successful leadership. The subject of this example was, however, 
not American Business but, instead, General Norman Schwarzkopf and his 
successes in Desert Storm. 

 
Kerik, Bernard B. (2001). The Lost Son: A Life in Pursuit of Justice. New York, NY: 
ReganBooks. 

The controversial Kerik, New York City’s 40th Police Commissioner, has faced 
allegations of both unethical and criminal conduct in the years following his 
administration. Regardless, he headed the New York Police Department on 
September 11, 2001, a time of immense crisis reflected in this autobiography. 
This work documents his experiences as a jail warden, police officer and narcotics 
detective, and New York City’s Commissioner of Corrections, roles he held 
before his appointment as Police Commissioner on August 21, 2000, as well as 
discussing personal issues which affected the development of his personality as a 
law enforcement officer and leader.  

 
Murphy, Patrick V., and Plate, Thomas (1977). Commissioner. New York, NY: Simon 
and Schuster.  

Perhaps best characterized as one of the icons of American police leadership, Pat 
Murphy has served as head of police in Detroit, Washington D.C., Syracuse, and 
New York City. Subsequently he has been President of the Police Foundation and 
the Law Enforcement Advisor to the National League of Cities. His 
autobiography reflects on a long career in law enforcement, analyzing efforts he 



has observed at the state, local, and national level and articulating concerns about 
managing and leading American Law Enforcement. While now over twenty years 
old, this autobiography provides an historical reference to our contemporary 
efforts, particularly as we address Community Policing. 

 
Neustadt, Richard E., and May, Ernest R. (1986). Thinking in Time: The Uses of History 
for Decision Makers. New York, NY: Free Press.  

This book was developed from courses the authors taught at Harvard University 
and structures the use of history as a learning tool. Their particular examples 
come from the recent past, the most dated being the defense of South Korea in 
1950. Throughout, they identify major patterns of information/education needed 
for effective leaders and utilize the context of a specific political event to instruct. 
They make three basic assumptions in their efforts to improve future policies and 
administrative practices. First, in the employment of government power, 
particulars – the details – matter. Second, even marginal improvement in 
performance is worth seeking; decisions can actually come on at a time. Finally, a 
little thought may help; too frequently, important decisions are made in irrational 
times with little thought and under high pressure.  

 
Pagonis, William G. (1992). Moving Mountains: Lessons in Leadership and Logistics 
from the Gulf War. Boston, MA: Harvard Business School Press. 

During the effort that culminated in the victory of Desert Storm, the American 
military was faced with a staggering logistical issue: how to best move 550,000 
troops, 7 million tons of supplies, and 32,000 tons of mail; feed and clothe the 
troops in-country; and successfully bring the troops and their equipment home. Lt. 
General Pagonis was the Director of Logistics for this massive effort, and his 
book is a classic study of the leadership necessary to accomplish what appears to 
be an impossible task. Beyond telling the story of his role in Desert Storm, he 
provides a series of building blocks of leadership, a practical approach of skills 
and techniques (such as stand-up and sit-down meetings) which can easily be 
affected by any criminal justice executive. His emphasis is on leadership, rather 
than simply logistical management. As he notes, “in my experience, it’s 
leadership that gets new ideas into a system and gets them accepted by that 
system. It takes a leader to reinforce the ties between means and ends. It takes a 
leader to put trains back on the right track…”  

 
Phillips, Donald T. (1992). Lincoln on Leadership. New York, NY: Warner Books.  

Elected by a minority of the popular vote, Abraham Lincoln presided over the 
most divisive and divided time in this nation’s history. Through his leadership 
efforts, the United States remained a unified country. Phillips examines those 
leadership traits and characteristics which made Lincoln great, identifying his 
classic leadership principles which still are applicable over one hundred years 
after the Civil War. It is Phillips’s belief that there is a dearth of true leadership in 
organizations today, perhaps “because it’s not genuinely understood and has often 
been misinterpreted.”  His work is an effort to provide tangible examples from the 



life of a recognized leader in the hopes that readers will emulate his successes and 
enhance their own leadership knowledge, skills, and practices.  

 
Pogue, Forrest C. (1963). George C. Marshall. New York: Viking Press.  

Pogue’s four-volume set, published from 1963 through 1987, is the definitive 
work on this military leader and statesman. While Volume 1 (Education of a 
General, 1880 – 1939) discusses many of those preparatory issues of interest to 
criminal justice executives, the remaining volumes apply that education, 
especially during his tenure as Chief of Staff of America’s Armed Forces during 
World War II and his post-war experience as Secretary of State and Secretary of 
Defense. His transition from military to civilian leader reinforces the portability of 
basic leadership traits and capabilities and supports the belief that leadership 
resides in the individual, not simply the position. 

 
Powell, Colin (1995). My American Journey. New York, NY: Random House.  

Recognized as one of America’s most outstanding military leaders, Colin Powell 
grew up on the streets of Harlem and rose through the ranks of the United States 
Army to become Chairman of the Joint Chiefs of Staff. His autobiography reflects 
not only his experiences but also his personal rules of leadership. Perhaps one of 
his quotations sums his leadership philosophy most succinctly: “if you’re going to 
achieve excellence in the big things, you develop the habit in little matters. 
Excellence is not an exception, it is a prevailing attitude.”  

 
Reese, Renford (2005). Leadership in the LAPD: Walking the Tightrope. Durham, NC: Carolina 
Academic Press. 

Beginning with the premise that “the most successful public leaders today are those who 
understand the inherent contradictions in their multiple roles,” Reese closely examines 
the dichotomy between politics and law enforcement administration as it is publicly 
played out within one of America’s largest police agencies. After discussing the history 
and culture of LAPD, he reviews the activities of a number of its chiefs, their leadership 
styles and characteristics, and the organizational and operational issues they faced. He 
draws from interviews with police personnel, city residents, elected officials, and police 
advisory board members, as well as from newspapers and published documents, to offer 
lessons on leadership which can be gained from each of the six chiefs he analyzes. 

 
Schlesinger, Arthur M. (1978). Robert Kennedy and His Times. Boston, MA: Houghton 
Mifflin Company. 

His life cut short during his Presidential campaign, Bobby Kennedy embodied 
passion, concern, vulnerability, and a sense of politics that captured the American 
imagination. As a prosecutor and a politician, his activities, his successes, and his 
failures offer opportunities for intense examination as we attempt to define our 
own roles as leaders in our communities and assure personal and public integrity.  

 
Schulz, Dorothy Moses (2004). Breaking the Glass Ceiling: Women Police Chiefs & 
Their Paths to the Top. Westport, CT: Praeger Publishers. 



The information contained in this book comes primarily from a survey of women 
police chiefs and sheriff conducted by Dr. Schulz in 2001, with additional 
interviews with a number of these executives. In addition to its quantitative 
assessment of these respondents, the book offers a wealth of commentary on the 
experiences of over 100 women who have competed successfully and risen 
through the ranks in this historically male dominated organizational culture. 

 
Slater, Robert (2003). 29 Leadership Secrets from Jack Welch. New York, NY: McGraw-
Hill. 

 Adapted from Get Better or Get Beaten, this book is divided into four parts: The 
visionary leader: management tactics for gaining the competitive edge; Igniting a 
revolution: strategies for dealing with change; Removing the boss element: 
productivity secrets for creating the boundary-less organization; and Next 
generation: initiatives for driving and sustaining double-digit growth. Much of 
Welch’s successful tenure at General Electric was based on his willingness to 
break the traditional organizational bureaucracy and strict adherence to command-
and-control models of management and substitute, instead, a leaner management 
hierarchy focusing on delegation of authority, accountability, and performance. 
This book clearly articulates not only his “secrets” of success, but also the rules 
that governed his leadership behaviors.  

  
Southworth, Samuel A., Ed. (1997). Great Raids in History. New York, NY: Sarpedon.  

Defining their subject as “small actions by elite troops in pursuit of limited goals,” 
the authors in this edited work focus on nineteen important military raids 
occurring after 1587. While they emphasize the successful (e.g. Drake at Cadiz 
and Lawrence of Arabia at Aqaba), they also discuss the unsuccessful (e.g. 
Canadians at Dieppe and Delta Force at Desert One). More important than the 
discussion of tactics are the examinations of the personalities, leadership qualities 
and motivations of these military commanders, critical points of understanding for 
the leaders in any field.  

 
Stamper, Norman H. (1992). Removing Managerial Barriers to Effective Police Leadership. 
Washington, DC: Police Executive Research Forum. 

Stamper’s book is based upon the results of a questionnaire sent to 72 major city police 
chiefs and 144 of their directly reporting assistants. Using responses submitted to his 
Police Leadership Practices Survey by 52 chiefs and 95 assistants, he analyzes a variety 
of variables related to the leadership and management responsibilities of chiefs and 
perceptions of their behavior by their key subordinates. Critical to his discussion is his 
new model of a healthy law enforcement organization in which strong executive 
leadership and management practices bring together seven organizational components: 
clear and common purpose; sound structure; precise roles; adequate support; effective 
communications; supportive relations; and appropriate sanctions. 

 
Tichy, Noel M., and Sherman, Stratford (1993). Control Your Destiny or Someone Else 
Will. New York, NY: Harper Business. 



Tichy and Sherman provide an in-depth analysis of the principles used by CEO 
Jack Welch to revolutionize General Electric. They’ve identified his six rules: 
Control Your Destiny or Someone Else Will; Face Reality As It Is, Not As It Was 
Or As you Wish It Were; Be Candid With Everyone; Don’t Manage, Lead; 
Change Before You Have To; If You Don’t Have a Competitive Advantage, 
Don’t Compete. Theirs is a critical commentary on the effect of leadership, need 
for change, and the ability to transform a major corporation. The discussion is 
applicable to criminal justice as we attempt to respond to changing needs in 
society. As they note, “Management is fine as far as it goes, but leadership is the 
way to win. GE has created an organization designed to demand leadership from 
every one of its members.” That’s a concept which probably should be 
encouraged and ultimately expected throughout criminal justice.  

 
Wiesel, Elie. (1995). All Rivers Run to The Sea. New York, NY: Schocken Books.  

The memoirs of this prolific author, Holocaust survivor, and Nobel Laureate are a 
poignant commentary on humanity and the world of the last 60 years. For those in 
criminal justice who can easily become jaded and cynical, Wiesel’s work is a 
reminder of the need for a firmly grounded philosophy of life and a recognition of 
the true meaning of survival and hope. This book is a deep personal sharing of 
events in Wiesel’s life and, it would appear somewhat of a catharsis. As he notes, 
“to write is to sow and to reap at the same time.”  

 
Wills, Garry (1994). Certain Trumpets: The Call of Leaders. New York, NY: Simon and 
Schuster. 

Holding that “leadership is always a struggle,” Wills suggests that a leader is “one 
who mobilizes others toward a goal shared by the leader and followers.” He 
focuses on individual leaders who exemplify one of 16 kinds of leadership in his 
paradigm, including those he characterizes as electoral (Franklin Roosevelt), 
charismatic (King David), rhetorical (Martin Luther King), business (Ross Perot), 
and opportunistic (Cesare Borgia). With each kind of leader, he discusses the 
example’s strengths, weaknesses, and types of followers generated, as well as the 
“antitype” of this particular leadership approach. 

 
Wireman, Billy O. (2004). Lessons from the Big Guys: What I Learned from Servant 
Leaders. Montgomery, AL: NewSouth Books. 

In his college and professional life, Wireman had the opportunity to learn his 
skills from four mentors: Adolph Rupp, the head basketball coach of the 
University of Kentucky; Jack Eckerd, the Florida retail magnate and entrepreneur; 
Bill Lee, head of Duke Power; and Hugh McColl, then President of North 
Carolina National Bank and later Chairman and CEO of Bank of America. This 
book is the story of their leadership practices and, most important, the nine 
themes of effective leadership he took from them, including: they led self-
sacrificially; they were masters at their game; they were master builders; they 
were patriots and deeply spiritual; they were teachers at heart; and, for them, 
leadership was not a style but a committed way of living. 
 



 
MANAGING TIME 
 
Goodloe, Alfred; Bensahel, Jane; and Kelly, John (1984). Managing Yourself: How to 
Control Emotion, Stress, and Time. New York, NY: The Franklin Watts.  

These authors contend that managing oneself is the first step to managing others 
and that effectiveness in this arena involves an active mastery of emotions, 
reactions, stress, and time. The book provides a number of surveys which 
managers can use to gauge their own emotions. It is written in a clear style with 
easy to use suggestions and checklists for behavior, allowing the reader to apply 
the book’s lesson to the real world.  

 
Mackenzie, Alec (2002), The Time Trap: The Classic Book on Time Management, 3rd 
Edition. New York, MJF Books. 

The Time Trap is indeed the classic book of time management. Periodically 
updated, Mackenzie carefully identifies major time wasters and, more important, 
methods by which they can be controlled. His is a highly useful book for both 
leaders and their support staff. His discussion clearly articulates the critical issue: 
“we cannot manage time. We can only manage ourselves in relation to time. We 
cannot control how much time we have; we can only control how we use it. We 
cannot choose whether to spend it, but only how. Once we’ve wasted time, it’s 
gone – and it cannot be replaced.” The purpose of time management is to allow us 
to accomplish more with the time that we are allowed.   
 

Mayer, Jeffrey J. (1995). Time Management for Dummies. Foster City, CA: IDG Books.  
Another book for dummies or idiots, Mayer has prepared an easy to use textbook, 
with clear and usable techniques for managing time. He walks the reader through 
his/her existing time management system, teaches how to successfully use a daily 
planner, emphasizes the uses of technology to assist in communication, and gives 
a series of exercises or tips, each grouped in ten, which will allow one to better 
manage the day. 

 
Schlenger, Sunny, and Roesch, Roberta (1999). How To Be Organized in Spite of 
Yourself. New York, NY: Signet Books.  

The most successful leaders appear to be those that are the most organized. While 
we may perceive that some people are born organized and others aren’t, the 
reality is that organization is a learned skill. These authors identify the problems 
in getting organized and the typical organizational styles used successfully and 
unsuccessfully by leaders and managers. They then attempt to help the reader to 
find the style which best fits him or her and the techniques of time and space 
management which are most effective with that particular style. 
 

Timpe, A. Dale (1987). The Management of Time. New York, NY: KEND Publishing.  
This is a series of 59 previously published articles on Time Management, 
discussing such topics as theories and perceptions of time management, the use of 
timetables, establishing priorities, the dilemma of delegation, and the impact of 



procrastination. The editor’s approach allows one to pick and choose applicable 
articles and provides meaningful information which can be used to improve an 
executive’s management of time.  

 
Winston, Stephanie (1983). The Organized Executive. New York, NY: W.W. Norton. 

Winston begins with an organizing audit which allows the reader to assess where 
he or she currently stands in personal organization. She then moves the reader 
through a variety of programs that can be adapted to fit specific needs and focuses 
on key issues, such as paperwork management, time and task management, and 
the art of being a boss. Her priority is on two differing concerns faced by 
executives: the nuts-and-bolts issue of specific time and paper-management 
techniques and more fundamentally, how an executive can conduct his or her 
daily life to achieve maximum productivity. Answering the latter, she emphasizes 
the importance of personal values in setting the stage for any kind of 
organizational efforts. 

 
DEVELOPING THE PRESENCE OF AN EXECUTIVE   
 
Bixler, Susan (1991). Professional Presence. New York, NY: G.P. Putnam’s Sons.  

Recognizing that the mystique of power, presence and control has long fascinated 
business professionals, Bixler provides a guide for identifying one’s own 
professional presence quotient and taking control of one’s environment. Her 
comprehensive volume deals not only with attitude and self-promotion, but also 
with nonverbal communication, office politics, business dress and behavior, and 
even entertaining. Her focus on developing a proper professional image is critical 
reading for any executive moving upward in a company, in a political 
environment, or in a criminal justice agency.  

 
Fenton, Lois (1986). Dress for Excellence. New York, NY: Rawson Associates.  

Historically, law enforcement and other criminal justice executives have paid 
little attention to their outward appearance. Fenton argues that, for any executive 
or professional, it is critical to establish and project a polished image that 
expresses personal style and command. Her work documents the means by which 
one can put together a “look that wins” and gives techniques to assure proper fit, 
pattern, and price.  
 

Stewart, Marjabelle Young, and Faux, Marian (1994). Executive Etiquette in the New 
Workplace. New York, NY: St. Martin’s Press. 

As many of us grew up, etiquette was viewed as a behavior reserved for the parlor 
or for our parents. As we matured and as society changed, that same etiquette 
became far more confusing. Stewart and Faux have attempted to develop a simple 
roadmap governing etiquette in the “new” workplace. Their book offers a number 
of guidelines that will allow an executive in the public or private sector to 
successfully handle the complex interpersonal relationships that now confront us 
in the workplace.  

 



Yager, Jan (1991). Business Protocol. New York, NY: John Wiley & Sons. 
As we mature in executive positions, appropriate accepted and expected behavior 
– proper business protocol – plays a critical role in the success of our agency and 
our individual careers. Yager’s work addresses a number of the key issues from 
interpersonal relations and effective executive communications to the “power” 
lunch (or breakfast or dinner), written invitations, and executive entertaining.  

 
EFFECTIVE COMMUNICATIONS 
 
Blake, Gary, and Bly, Robert W. (1991). The Elements of Business Writing. New York, 
NY: Macmillan. 

Utilizing the strengths of the Elements of Style, Blake and Bly focus their effort 
on business writing. Their principles are easy to use, the rules highly 
understandable, and their index simple. Especially at a time when we’re 
concerned about the preparation of individuals to write, this book is a welcomed 
addition to any executive library.  
 

Caroselli, Marlene (1990). The Language of Leadership. Amherst, MA: Human Resource 
Development.  

Not only does practice make perfect, but also the study of success begets success. 
With this in mind, Caroselli identifies some of the most identifiable successful 
leaders – Iacocca, Cuomo, Reagan, Tom Peters, Peter Drucker, and others – and 
analyzes and critiques their speaking and writing styles. Her efforts reinforce their 
successes and identify the weaknesses in both written and oral presentations of 
some of these great communicators.  

 
Cormier, Robin A. (1995). Error-Free Writing. Englewood Cliffs, NJ: Prentice-Hall. 

Holding that it takes at least four revision cycles to achieve an acceptable final 
written product, Cormier offers a four step process of error prevention: (1) write 
and rewrite the first draft; (2) edit to remove errors in punctuation and grammar; 
(3) proofread the document for typographical and format errors; and (4) perform a 
quality control check of the document as a whole. She goes on to define the 
minimum needs for an executive’s office (or electronic) bookshelf: a dictionary, a 
style manual, a spelling and work-division guide, and a thesaurus. She 
complements her text with two important appendices: a guide of abbreviations of 
technical and business terms and a compounding guide based on the U.S. 
Government Printing Office Style Manual. Her book is an emphasis on the need 
for error free writing. As she cautions, “never underestimate the negative impact 
of even a single error … your company’s reputation is at stake whenever you send 
out printed material … don’t let people with low standards convince you that a 
few errors won’t matter.” 
 

Dilenschneider, Robert L. (1990). Power and Influence.  New York, NY: Prentice Hall.   
Dilenschneider was, at the time of this book’s publication, president of one of the 
country’s largest public relations firms. Consequently, he has built this text 
around an executive’s ability to master the art of persuasion. He concentrates on a 



number of particular areas, especially on how one can not only become an 
influential manager but influence the marketplace and how, especially in times of 
crisis, the executive can utilize the power of the media. Throughout the book are 
specific business case studies which amplify the exercise of power and influence 
and the ability to gauge one’s success. 

 
Dilenschneider, Robert L. (1992). A Briefing for Leaders. New York, NY: Prentice Hall. 

An expansion of Power and Influence, this book focuses on the leader as a 
communicator attempting to answer four questions for such leaders: (1) what 
must I be? (2) what reality must I work in? (3) what are my tools? and (4) what 
are worthwhile goals and how are they reached? Recognizing that communication 
today, especially for the leader, is an issue of time and audience, he holds that the 
exercise of power has evolved from an administrative tool to a management tool 
to, in the 1990’s, a leadership tool. Consequently, contemporary leaders must be 
seen as visionaries, able to use instant communications; sustaining, capable of 
positioning themselves into a particular arena; and collegial, encouraging the 
building of coalitions. Of particular interest is his blend of core values, i.e. 
integrity, accountability, diligence, perseverance, and discipline, as the 
cornerstones of a leader’s persona and success. 
 

Faulk, Martha, and Mehler, Irving M. (1994). The Elements of Legal Writing. New York, 
NY: Macmillian.  

Again, Elements of Style serves as the basis for a concise text of writing clear, 
concise, and jargon-free legal documents. This book covers fundamentals of 
effective communication, including proper tone, basic grammar and language, and 
the balance of proper legal terms with “lawyerisms.” 

 
Gladis, Stephen D. (1986). Survival Writing: Staying Alive on Paper. Dubuque, IA: 
Kendall/Hunt.  

Gladis’s text is a primer for law enforcement writing. A former editor of the FBI 
Law Enforcement Bulletin, Gladis brings a readable text and workable examples 
to the page. His is, perhaps, a level above others, focusing on language use, as 
well as writing structure, writing management through effective dictation and 
editing, and writing focused on a specific audience.  

 
Ivers, Mitchell (1991). The Random House Guide to Good Writing. New York, NY: 
Random House.  

Many of us would like to have a single English book on our desks, just like the 
books from high school. Ivers provides his reader with such a text. Not only does 
he deal with critical issues such as voice and tone, structure, grammar and usage, 
his examples also come from the best in literature: E.B. White, Mailer, Emerson, 
Vidal and others. His work is complemented by an important and highly useful 
appendix: the Random House Style Manual, the guidelines used by that 
publisher’s editors and proofreaders.  
 

Patterson, Kerry; Grenny, Joseph; McMillan, Ron; and Switzler, Al (2002). Crucial 



Conversations: Tools for Talking When Stakes Are High. New York, NY: McGraw Hill. 
These authors define a crucial conversation as a “discussion between two or more people 
where (1) stakes are high, (2) opinions vary, and (3) emotions run strong.” Recognizing 
that many of these interactions are either avoided or handled poorly, they offer a number 
of suggestions focused on identifying and preparing for such discussions and discuss a 
variety of tools for successful mastery of such dialogues. 

 
Pearce, Terry (2003). Leading Out Loud. San Francisco, CA: Jossey-Bass.  

Pearce’s basic premise is clear to most students of leadership: effective 
communication is a leadership tool. “People make commitments to causes they 
value and to people they respect and trust.” The most effective leaders are those 
who can move others to change, and the main message of change is conveyed 
through the spoken word. He focuses upon the importance of developing a 
message platform and highlights four primary principles underlying effective 
executive communications: discovering what matters; applying courage and 
discipline (also referred to as giving voice to values); deciding to lead; and 
connecting with others. Using examples for oral and written communications, 
Pearce is able to provide a guide for the leader seeking to expand his/her 
communications abilities. 

 
Rastner, Ellen, and Scarrah, Kathie (2006). Ready, Set, Talk! A Guide to Getting Your Message 
Heard by Millions. White River Junction, VT: Chelsea Green. 

The authors of this work are experienced in the world of political media advice, working 
as both consultants and reporters. Their work is an easy-to-use guide for any law 
enforcement executive, discussing elements of a successful public information which 
range from preparing and marketing the campaign and its message, to identifying and 
preparing the spokesperson, to managing crisis, and, finally, to using emerging 
technologies. The book’s appendices offer detailed tips and guidelines useful to an 
executive facing television and print interviews, as well as identifying “things to know 
when you start a blog.” 

 
Ricks, Don M. (1990). Winning the Paper Wars. Homewood, IL: DowJones-Irwin. 

The author contends that business writing is often a war of Bog (The Business or 
Government Style) verses Clear, writing, a more effective style of 
communications, which emphasizes the substance far more than the form of 
writing. Utilizing examples from his experiences as a consultant, he discusses the 
reasons why companies continue to use stilted methods of written 
communications and identifies methods by which people can be taught to write 
concisely and clearly.  
 

Roane, Susan (1988).   How to Work a Room. New York, NY: Shapolsky.  
Executive development includes the ability to go beyond one’s comfort zone, 
whether in decision making or in meeting and greeting persons outside the 
criminal justice arena. As a criminal justice executive moves beyond the 
boundaries of his or her own agency, he/she must be able to comfortably mingle 
with others, attend business and social events, and carry on conversations issues 



and with persons outside of criminal justice. Roane’s book offers easy and simple 
ways, step-by-step, to assure success in one’s business and personal life. 

 
Strunk, Jr., William, and White, E. B. (2000) The Elements of Style, Fourth Edition. 
Needham Heights, MA: Allyn and Bacon.  

The “little book,” prepared in its first rendition by Professor William Strunk at 
Princeton University, is the classic of proper writing. For many of us, it serves as 
a faithful friend during our college years, specifying elementary rules of usage, 
principles of composition, and under E.B. White’s editorship, an approach to style 
with easy-to-remember “reminders.” It’s simple in its approach and is easy to use 
— a required addition to any executive’s personal library. 

 
Tannen, Deborah (1990). You Just Don’t Understand. New York, NY: Ballantine Books.  

Known for her writing about interpersonal communication, Tannen focuses this 
book on conversation between men and women. Beginning with the assumption 
that “each person’s life is lived as a series of conversations,” she discusses the 
differences in communication styles which lead to misunderstandings between the 
genders; such differences are so natural that Tannen holds that “conversation 
between women and men is cross-cultural communication.” Her goal in breaking 
down such communications barriers should be that of any criminal justice 
executive: “if we can sort out differences based on conversational style, we will 
be in a better position to confront real conflicts of interest – and to find a shared 
language in which to negotiate them.” 

  
Tannen, Deborah (1994). Talking from 9 to 5. New York, NY: Avon Books  

Communications experts acknowledge that the rituals centering around 
communications patterns of men and women significantly differ. Successfully 
leading contemporary organizations requires that one understand language and 
communication barriers, verbal power games, and typical gender-based 
miscommunications. More importantly, contemporary leadership also requires 
that executives assure that their messages are received in the spirit in which they 
were sent. 

 
Zinsser, William (1990). On Writing Well (Fourth Edition). New York, NY: Harper 
Perennial.  

While many of the writing books described in this section deal with substance, 
e.g. punctuation, grammar, and usage, Zinssner focuses on style, i.e. how to write 
well, as opposed how to write well. Drawn from a course he taught at Yale, he 
confronts the clutter of American writing, the need for simplicity to clearly 
communicate, the importance of a personal writing style, and the key question, 
“Whom am I writing for?” Originally prepared for a number of different 
nonfiction venues, this edition includes a chapter on “writing in your job,” 
offering enhanced methods of written communications for use within 
organizations and institutions.  

 
 



CORE COMPETENCY: MANAGING THE ORGANIZATION 
 

 
Albright, Mary, and Carr, Clay (1997). 101 Biggest Mistakes Managers Make and How 
to Avoid Them. Paramus, NJ: Prentice Hall. 

Albright and Carr recognize that, regardless of their preparation, new managers 
frequently make mistakes as part of their natural learning process. To this end, 
they identify 101 specific errors, broken along 11 major categories (mistakes in 
dealing with workers; with performance; in making assignments; in dealing with 
your customers; in providing information; in dealing with other workgroups; in 
using technology; in managing teams; in dealing with your boss; in your reactions 
as part of the organization; and in essential management skills). Each discussion 
seeks to answer: Why was the action a mistake? How can you recover from it 
quickly? How can you consistently do it right from now on? Additionally, for 
each mistake, one or more tips for “mistake-free managing” are provided. 

 
Belker, Lorin B., and Topchik, Gary S. (2005). The First-Time Manager, Fifth Edition. 
New York, NY: AMACOM. 

Belker alone wrote the first four editions of this book; upon his death, Topchik 
was asked to prepare this fifth edition. Written in a conversational tone, it is 
designed for the new manager in need of sound and specific advice on taking on 
this new challenge and dealing with the duties of the new job, working with 
people, and handling both evaluations and discipline. Two areas of the book are 
of particular note: steps by which the new manager can improve and develop him 
or herself; and methods of stress management and assuring balance in one’s life 
so that the manager can be a complete person. 

 
Bell, Chip R. (2002). Managers as mentors: Building Partnerships for Learning (2nd 
Edition). San Francisco, CA: Berrett-Koehler Publishers. 

Holding that “to be effective and lasting, mentoring must be accomplished 
through a two-way relationship,” Bell focuses his work on the partnership nature 
of the mentor-protégé relationship. He begins by setting an academic basis for the 
book, defining the axioms of adult learning as a necessary part of the relationship 
and identifying qualities of “great” mentoring partnerships. The remainder of the 
book is filled with examples, “how to’s,” suggestions, and resources designed to 
help the mentor and the protégé grow from the successful mentoring experience. 

  
 
Block, Peter (1987). The Empowered Manager: Positive Political Skills at Work. San 
Francisco, CA: Jossey-Bass Publishers.  

Block’s book centers on the classic dilemma of the middle-level manager: 
balancing one’s strong beliefs about how to manage the work unit with competing 
or conflicting beliefs of our supervisors or peers. This is an effort to break the 
classic bureaucratic mindset, with its emphasis on safety, caution and control, and 
substitute instead an organizational entrepreneur willing to take risks and both 
empowered and empowering. The book is filled with practical discoveries Block 



has made as a longtime organizational development consultant and is easily 
translatable to the criminal justice agency — e.g. “change from the top down 
happens at the will and whim of those below!” Throughout, he emphasizes the 
need to develop and articulate a vision, bring allies into one’s efforts to achieve 
that vision, and, by successful empowerment, balance the competing needs of 
autonomy and dependence. 
 

Carr, David K., and Littman, Ian D. (1993). Excellence in Government. Arlington, VA: 
Coopers & Lybrand. 

These authors recognize the complexity and difficulty of the challenges faced by 
today’s government agencies and advocate the use of Total Quality Management 
(TQM) as the best method to meet such challenges. They attempt to 
comprehensively introduce TQM, giving it developmental background and 
discussing the use of TQM in process improvement. Using stories of both success 
and failure, they explain how to build teams around TQM; how to assure the 
cooperation of a variety of affected persons and groups; and the role of the 
organization’s own culture. As the authors explain, theirs is a “vision of 
excellence” to assure that the quality of government is high and its employees 
widely respected and admired.  

 
Champy, James (1995). Reengineering Management: The Mandate for New Leadership. 
New York, NY: Harper Business  

In this supplement to Reengineering the Corporation, Champy shifts his focus 
from the processes of the organization to the manager and an emphasis on the way 
we think about organizing, inspiring, deploying, enabling, and rewarding work.  
As he notes, “it is about changing management itself.” He contends that any effort 
to reengineer the corporation will fail unless there is a concurrent reengineering of 
management. Only when management changes can the real issues of 
organizational engineering — change of purpose, culture, process and 
performance, and people -- be realized. 

 
Cordner, Gary W., and Kenney, Dennis J., Eds. (1996). Managing Police Organizations. 
Cincinnati, OH: Anderson Publishing. 

This volume compiles a series of articles into three key sections relating to the 
management of police organizations. The Context of Police Management explores 
political pressure on police executives, collective bargaining agreements, civilian review, 
and the reconciliation of police-minority relations. Legal and Policy Issues discusses 
liability for police actions, the impact of Tennessee v. Garner on use of force policies, 
and the evaluation of controls fostered by police policies. Finally, Performance and 
Accountability examines police performance from the perspective of a practitioner, the 
connection between police ethics and democratic values, and the impact of demographic 
changes on police administration in the future. 

 
Dantzker, Mark L., Editor (1997). Contemporary Policing: Personnel, Issues, and 
Trends. Boston, MA: Butterworth-Heinemann. 



Dr. Dantzker’s book is divided along the lines of its title. In the section on 
personnel, his authors discuss the impact of gender on policing, minority groups 
in law enforcement, recruitment and retention, and the role of education and 
training in the contemporary law enforcement organization. In Issues, they deal 
with stress, law enforcement professionalism, and the role of ethics in policing, 
and in Trends, the authors focus on crime analysis, community policing, use of 
force, and the effect of technological change on law enforcement practices. 

 
Dickinson, Paul T., and Heim, William (2007). Police Management: Police Scenarios. 
Boston, MA: Pearson Education. 

This book is built around 23 vignettes, each dealing with a different issue in 
police supervision and management and about which much discussion can follow. 
A Points of Emphasis section which serves to focus the reader on its critical 
elements then follows each scenario. The book’s concluding chapter deals with 
preparing for a leadership role in a law enforcement agency, including 
participating in formalized promotional processes. 
 

Drucker, Peter F. (1985). The Effective Executive. New York, NY: Harper Colophon 
Books.  

Often identified as one of the fathers of the science of management, Drucker 
contends that managerial effectiveness is a learned trait, one for which executives 
are being well paid. Without effectiveness, there is no performance. He identifies 
five practices that are critical for such executive success: effective time 
management; a focus on outward contributions; efforts built upon their own 
strengths and the strengths of those who surround them: a concentration on those 
areas where superior performance will produce outstanding results; and effective 
decision-making.  

 
Drucker, Peter F. (1999). Management Challenges for the 21st Century. New York, NY: 
HarperBusiness. 

Described as a “call for action,” this book focuses on challenges affecting all   
organizations in today’s society, not just government or business, and, therefore, 
management in the broadest sense. He critically assesses the new paradigms 
facing management, many of which are significantly different from those guiding 
management practices since the 1930s, and new certainties about global change. 
From this, he calls for the development of change leaders, organizations which 
welcome, anticipate, and successfully and effectively use changes. 

 
Enter, Jack E. (2006). Challenging the Law Enforcement Organization: Proactive Leadership 
Strategies. Dacula, GA: Narrow Road Press. 

In discussing the law enforcement organization, Enter focuses on internal and external 
influences on the law enforcement culture, then identifies three types of managers 
normally found in law enforcement: leaders, evil managers, and ineffective managers. He 
offers seven laws of leadership, six paradigms concerning ineffective managers, five 
warnings for the would-be leader, and five principles for successful self-management. 
Unlike many leadership texts, he also provides tips on managing one’s personal life, an 



often-neglected issue with successful leaders. 
 
Geller, William A., and Stephens, Darrel W. (Eds.) (2003). Local Government Police 
Management, 4th Edition. Washington, DC: International City/County Management 
Association. 

The International City/County Management Association published its first edition 
of this important work in 1938 and continued its efforts to support law 
enforcement chief executives with this latest edition. Updated to reflect changes 
in law enforcement management and operations prompted by enhanced 
leadership, technology, and the effects of the 9-11 attacks, the myriad authors in 
this compilation focus on issues such as leadership and managing change; 
fostering integrity and professional standards; forensic sciences; and terrorism and 
community security, as well as traditional management issues, including human 
resource management and development, police facilities, and criminal 
investigations. The concluding chapter, “Practical ideals for managing in the new 
millennium,” is particularly thought-provoking and appropriate for law 
enforcement’s new leaders. 

 
George, Michael L. (2003). Lean Six Sigma for Service. New York, NY: McGraw-Hill. 

While many of the Six Sigma and Lean Six Sigma applications have focused on 
manufacturing processes, George demonstrates that the lessons and laws are as 
applicable in service industries and, therefore, potentially useful in both public 
and police service. He discusses in depth the methods by which Lean Six Sigma 
can be deployed in a service environment, including the use of a readiness 
assessment, and provides case studies from a variety of public and private sector 
organizations to show its successful implementation,  

 
George, Mike; Rowlands, Dave; and Kastle, Bill (2004). What Is Lean Six Sigma? New 
York, NY: McGraw-Hill. 

Six Sigma is a widely used quality improvement model using data to identify and 
eliminate work process problems; Lean Six Sigma focuses particularly on process 
speed and efficiency. The approach is based upon five themes: customers are 
important; speed, quality, and low cost are linked; process flow should be the 
focus, with variation and defects eliminated; data are critical for sound business 
decisions; and people have to work together to make needed improvements. 

 
 

Greene, Jack R., Ed. (1982). Managing Police Work: Issues and Analysis. Beverly Hills, CA: 
Sage Publications. 

This book’s seven chapters examine a variety of issues dealing with the management of 
the work of policing, including evaluation of crime-effectiveness, planning for service 
delivery and human resources, handling citizen complaints, and leadership and 
interpersonal communication styles. While dated in terms of when it was first published, 
this volume fosters discussion about issues that remain relevant to the contemporary law 
enforcement executive.  

 



Hammer, Michael, and Champy, James (1993).  Reengineering the Corporation. New 
York, NY: Harper Business. 

Hammer and Champy argue that business reengineering is the single best hope for 
restoring the competitive vigor of our American business. They discuss the radical 
redesign of a company’s processes, organization and culture to respond to the 
changes the organization faces. Their examples identify the successes and failures 
in reengineering and boil the process down to a two-word definition: starting 
over. Reengineering requires sharp focus, commitment from the top, the use of 
management leaders who understand reengineering, and a tenacity such that the 
organization will not pull back when people resist making re-engineering’s 
needed and necessary changes.  

 
Hammer, Michael (1996). Beyond Reengineering. New York, NY: Harper Collins.  

In his foreword, Hammer clarifies the central theme of his book; it “is not about 
reengineering, it is about reengineering’s consequences, and about its aftermath 
and its abiding legacy.” As he has previously defined, “reengineering is the 
radical redesign of business processes for dramatic improvement.” He carefully 
examines the effect of such redesign on the work itself, on managerial activity, on 
the agenda of the 21st Century, and on the society which surrounds process- 
centered organization. While his basic premise is that the future belongs to this 
process-centered organization, another, more important undercurrent must be 
recognized: “work should give substance, meaning, and value to our lives. It 
should make us feel that we are contributing to the world, that we are helping to 
make it a better place, that we are somehow leaving a legacy.” 
 

Hill, Linda A. (1992). Becoming a Manager: Mastery of a New Identity. Boston, MA: 
Harvard Business School Press. 

Hill recognizes that the transition from being an outstanding performer to a 
competent manager is a major stress for employees. Too frequently, organizations 
fail to acknowledge the difference in skill sets required by “worker” versus 
manager or supervisor positions. Hill’s research focuses on the experiences of 
nineteen new managers during their first year in a managerial capacity. As these 
individuals’ identities were transformed from specialists/doers and individual 
actors to generalists, agenda setters and network builders, the most successful 
mastered four critical tasks: learning what it means to be a manager; developing 
interpersonal judgment; gaining self knowledge; and coping with stress and 
emotion. Two themes emerge in this book. First, the transition from professional 
to manager requires major adjustment on the part of the individual and second, the 
process is one primarily learned from experience, observation, and interpretation.  
 

Henry, Vincent E. (2002). The Compstat Paradigm: Management Accountability in Policing, 
Business, and the Public Sector. Flushing, NY: Looseleaf Law Publications. 

Henry’s work documents the development and implementation of New York Police 
Department’s management accountability system, Compstat. Known best for its use of 
accountability meetings and new technologies, the basic principles and precepts of 
Compstat draw from the best practices of corporate businesses and from the changing 



direction of law enforcement management in the United States. The book discusses the 
thought process by which Compstat was developed and, at the end of each chapter, offers 
a series of challenging discussion questions. 

 
Hoover. Larry T., Ed. (1992). Police Management: Issues and Perspectives. Washington, DC: 
Police Executive Research Forum. 

As the editor notes, “the theme that is interwoven throughout this anthology is the 
intractability of certain problems in police management.” The book itself is an outgrowth 
of the Texas Law Enforcement Management Institute’s Executive Issues Seminar Series, 
which focused its sessions on the management perspective needed to address specific 
issues endemic to law enforcement. Among those endemic issues discussed are matching 
the police structure to its objectives; enriching traditional law enforcement roles; and 
creativity with accountability. Included in the management perspectives are human, 
technological, and material resource issues; organizational and community concerns; and 
executive responsibility. 

 
Hoover. Larry T., Ed. (1996). Quantifying Quality in Policing. Washington, DC: Police 
Executive Research Forum. 

Recognizing that private sector management techniques can be applied to public law 
enforcement activities, this work provides a “comprehensive review of the potential 
application of total quality management [TQM] to police administration.” A variety of 
authors in this compendium explore different issues critical to successful implementation 
of TQM, particularly those dealing with measuring the effectiveness and impact of 
policing activities and assessing and evaluating law enforcement tactics and techniques. 

 
Kenney, Dennis J., and Cordner, Gary W., Eds. (1996). Managing Police Personnel. Cincinnati, 
OH: Anderson Publishing. 

Similar to its companion publication, Managing Police Organizations, this text divides 
its eleven articles into three sections. Issues of Selection focuses on key issues such as 
intelligence and the selection of police recruits, physical agility testing, and the 
implication of the Americans with Disabilities Act on police selection. Issues of 
Education and Training discusses police basic training programs, the influence of race 
and gender on the evaluation of police recruits, and issues relating to the education of 
police personnel. Finally, Issues of Policing examines officer belief systems, police job 
satisfaction, control of the use of force, and mortality of police officers. 

 
Lawler, Edward E., III (1986). High-Involvement Management. San Francisco, CA: 
Jossey-Bass.  

“Participative management is an idea whose time has come, but it is not a new 
idea.” With that opening statement, Lawler provides a detailed discussion of the 
applicability, strengths, and weaknesses of participative programs, such as work 
teams, quality circles, and employee surveys, which are used throughout public 
and private sector organizations. His primary goal is to fit disparate techniques 
into a comprehensive approach that maximizes both the involvement of all 
employees and the effectiveness of the organization, i.e. high involvement 
management. While he acknowledges the potential success of such an approach, 



he recognizes its difficulty in accomplishment: “overall, moving to participative 
management is a long, slow, somewhat chaotic process. It means following an 
unclear map and regularly adapting to external change and internal learning…” 

 
Michaelson, Gerald A. (2001). The Art of War for Managers: 50 Strategic Rules. Avon, 
MA: Adams Media Corporation.  

 
The Art of War has been translated by numerous authors in business, government, 
and politics, all of whom have applied its lessons to their respective management 
needs. Michaelson provides a particularly effective approach to the application of 
the classic text to management, providing a more detailed breakdown of each part 
of Sun Tzu’s work, adding appropriate historical context to the book, and offering 
a “Manager’s Commentary” following each section. Of particular use is the 
book’s Part Two, in which successful managers discuss the actual application of 
Sun Tsu’s principles to their own organizational environment. 
 

Moore, Mark H., and Stephens, Darrel W. (1991). Beyond Command and Control: The Strategic 
Management of Police Departments. Washington, DC: Police Executive Research Forum. 

Historically, the foundations of law enforcement management and organizational theory 
have been based on the traditions of military command and scientific management. 
Moore and Stephens, however, note that this traditional orthodoxy is being challenged by 
a variety of forces, including environmental pressures, a revolution in management 
thought, and a natural evolution within policing. As a result, advanced concepts of 
strategy in the corporate and public sectors are leading police agencies into more fully 
exploring a strategic view of their defined mission and an enlightened strategic 
management approach to the law enforcement organization. 

 
Neurnberger, Phil (1992). Increasing Executive Productivity. Englewood Cliffs, NJ: 
Prentice Hall.  

Neurnberger’s effort is a personal training manual to allow an executive to 
develop an “empowered mind” i.e. an ability to take command of one’s inner 
resources and concentrate on an awareness of the skill sets of a leader: 
health/wellness, performance, vision, command/leadership, and inner spirit. For 
him, true executive leadership is the mastery of a variety of inner strengths which 
will integrate vision, reality, integrity, and self confidence into a higher level of 
performance. His is an effort to combine text, examples, exercises, and specific 
techniques in a manner that will allow an executive to reach that higher level of 
concentration and awareness and assure effective performance.  

 
Petrillo, Michael A., and DelBagno, Daniel R. (2001). The New Age of Police 
Supervision and Management. Flushing, NY:  Looseleaf Law Publications. 

Petrillo and DelBagno hold that “a basic understanding of human behavior is a 
prerequisite to good supervision and management techniques” and have built their 
book around that premise. After discussing the fundamentals of leadership, they 
focus on applications of human behavior theory in the police organizational 
setting and deal specifically with contemporary human problems that include drug 



abuse and race relations. The book includes 14 “situational studies” which allow 
the reader to apply the human behavioral concepts discussed earlier. 
 

Pfeffer, Jeffrey (1992). Managing with Power. Boston, MA: Harvard Business School 
Press.  

Individuals who are able to rise in positions of leadership in criminal justice 
agencies understand the concept of organizational and individual power. To be 
effective, however, each must learn to become a student of such power. The 
efforts of this author provide a detailed review of organizational behavior, holding 
that the effective use of power is an essential component of strong leadership. 
Utilizing colorful examples, he is able to focus on the personal attributes and 
organizational factors which have led many American leaders and their 
organizations to new heights.  
 

Savage, Charles M. (1990). Fifth Generation Management. New York, NY: Digital.  
Savage contends that, as management has made the transition from the industrial 
era to the knowledge era, four generations of management can be identified: 
proprietorships, steep hierarchies, matrix organizations in which two or more 
managers may share power over a single subordinate, and computer interfacing 
entities which use technology to network various functions. He suggests that in 
these first four generations, raw materials and information are passed serially 
from one department or function to the next. However, what is now needed is a 
fifth generation of management, emphasizing human networking and allowing 
functional departments to work in parallel through the use of multiple task-
focusing teams. For him such networking, with appropriate empowerment and 
simple organizational structures, will allow organizations to better meet the 
changing needs of their “customers.” As part of his discussion, he identifies ten 
practical considerations which should allow human networking to easily be built 
into organizational enterprises.  

 
Scott, Michael S. (1986). Managing for Success: A Police Chief’s Survival Guide. 
Washington, DC: Police Executive Research Forum. 

This PERF guide focuses on new police chiefs and those who would apply for 
police chief positions and attempts to prepare them for their first several months 
on the job. It is divided into four chapters, each dealing with a specific time 
period of one’s early days as a chief: selecting the right department (what to do 
before being appointed the new chief); time to prepare (what to do between your 
appointment and the first day on the job); the beginning (getting established and 
touching all the bases); and the honeymoon period. The “New Police Chief’s 
Checklist” provided at the end of the book can be a useful guide for specific 
actions.  

 
Stettner, Morey (2000). Skills for New Managers. New York, NY: McGraw-Hill. 

This is a practical guide for a newly appointed manager, describing a model of the 
successful manager and discussing the faulty assumptions behind many of the 
myths of management (e.g., you can’t trust anyone). It focuses on many of the 



needed skills in management: listening and speaking, motivation, mentoring and 
coaching, criticism, disciple, delegation, and networking. Its short chapters, 
bolstered by numerous practical examples and use of specific “tips” for success 
add to its usefulness. 

 
Swanson, Charles R.; Territo, Leonard; and Taylor, Robert W. (2005). Police 
Administration: Structures, Processes, and Behavior, 6th Edition. Upper Saddle River, 
NJ: Pearson Prentice Hall. 

One of the standard academic police administration textbooks, this volume covers 
a variety of topics, including police organizational design, community policing, 
leadership within the organization, human resource management, financial 
management, and labor relations. While providing an academic structure to the 
study of police administrative issues, the book also can serve as a primer for the 
law enforcement practitioner as he or she learns and deals with the complexities 
of managing the police organization. 

 
Thibault, Edward A.; Lynch, Lawrence; and McBride, R. Bruce (2001). Proactive Police 
Management, Fourth Edition. Englewood Cliffs, NJ: Prentice Hall. 

Updated on a regular basis, this book focuses on the proactive nature of an 
effective police organization. The authors identify and discuss issues necessary 
for effective organization and administration, operations, and community 
relationships, all within the concept of proactive management. 
 

Webber, Ross Arkell (1991). Becoming a Courageous Manager: Overcoming Career 
Problems of New Managers. Englewood Cliffs, NJ: Prentice Hall.   

Webber makes extensive use of case studies to analyze the skills managers must 
use to confront not only organizational issues, but their own personal needs and 
ambitions. As a first step, he deals with the issues of first-time employees, 
critically analyzing maturation and career development, i.e. growing up on the 
job, that many of us see in newly hired professionals. From there, he focuses on a 
number of issues, including role stress, time management, delegation, mentoring 
and giving advice, loyalty and whistle-blowing, leading change, and maturing as a 
manager. In each of the chapters, he provides critical advice on handling each of 
the identified concerns and concludes the book with some overall advice on 
handling career problems.  

 
Weick, Karl E., and Sutcliffe, Kathleen M. (2001). Managing the Unexpected: Assuring 
High Performance in an Age if Complexity. San Francisco, CA: Jossey-Bass. 

Weick and Sutcliffe began this effort with a study of High Reliability 
Organizations (HROs), such as aircraft carriers and nuclear plants, which by the 
nature of their responsibilities, must have an enhanced ability to identify and 
correct mistakes before they escalate into crises. The authors identify five 
processes used by HROs to manage the unexpected and suggest that such an 
organized approach can be of use to any organization. Drawing from examples 
within HROs and other organizations, they provide an audit capability to allow 
the reader to assess the status of his/her own organization and offer ways in which 



an organizational culture can be changed to more effectively manage the 
unexpected. 

 
Wexler, Chuck; Wycoff, Mary Ann; and Fischer, Craig (2007). “Good to Great” 
Policing: Application of Business Management Principles in the Public Sector. 
Washington, DC: Police Executive Research Forum. 

These authors discuss the basics of Jim Collins’ Good to Great approach to 
organizational management and provide a case study of its use in the public sector 
in general. Most importantly, they analyze and apply each of the concept’s 
principles to contemporary policing, citing successful examples from a number of 
law enforcement agencies.  

 
Whisenand, Paul M., and Ferguson, R. Fred (2005). The Managing of Police 
Organizations, Sixth Edition. Upper Saddle River, NJ: Pearson Prentice Hall. 

Holding that police organizations need both leaders and managers, the authors 
spend the first portion of this book focusing on leadership, i.e., character and 
power, and its key principles: values, ethics, vision, communication, team 
empowerment, and intuition. They then shift their attention to the essence of 
management, i.e., competency and authority, and discuss time management, 
organizing, dealing with problem employees, politics, unions, budget, and 
community and problem-oriented policing. 
 

White, Jane (1992). A Few Good Women. Englewood Cliffs, NJ: Prentice Hall.  
White uses the experiences of twelve female executives who have climbed the 
corporate ladder as a basis for a firsthand look at what it takes to overcome 
enduring gender-based obstacles. She confronts – and hopes to destroy – ten 
myths about working women, including such axioms as “one can get ahead in the 
company on merit alone without having a mentor,”  “all women are equal,”  “and 
men are the enemy.” The underlying theme of the book is that there is a healthy 
future for a diverse workforce; however, there are still barriers which must be 
confronted. It is an important book for both women and men who see themselves 
as criminal justice leaders to read and comprehend.  
 

V. (1996). The Mafia Manager. New York, NY: St. Martin’s Press.  
Writing under a pseudonym, the author of this book acts as if all management and 
leadership issues are applicable to and applied by the Mafia. While humorously 
written, it also encourages thoughtfulness. All of his chapters, on issues such as 
“Capos,” “Soldiers and Lieutenants,” “the Consigliere,” and “Loyalty,” are 
supported by major axioms, for instance, “make plans as complex as necessary, 
but give simple orders” or “your adversary is never as powerful as you may think 
he is. Neither are you.” It is a succinct group of understandable precepts, practical 
in application and both enjoyable and reflective to the reader.  



CORE COMPETENCY: DEVELOPING THE ORGANIZATION 
 
BUILDING AN ORGANIZATIONAL TEAM  
 
Buchholz, Steve, and Roth, Thomas (1987). Creating the High Performance Team. New York, 
NY: John Wiley and Sons. 

A classic work on the development of teams, the book identifies the attributes of a high-
performing team (participative leadership; shared responsibility; aligned on purpose; high 
communication; future focused; focused on task; creative talents; and rapid response) and 
defines the phases of team development. The authors amplify on the skills and actions 
needed for a leader to maximize the team’s attributes and focus on the synergism needed 
to make such teams work. 

 
Hesselbein, Frances; Goldsmith, Marshall; and Beckhard, Richard (Eds)  (1997). The 
Organization of the Future. San Francisco, CA: Jossey-Bass. 

In his introduction to the book, Peter Drucker discusses the changing nature of the 
workforce and the organization throughout the world of the 21st Century. He 
recognizes that organizations are indeed changing, as are their social structures. 
To examine this issue, the editors bring forth 40 experts to discuss a variety of key 
elements of this change, including the shaping of tomorrow’s organizations; new 
models for working and organizing; organizing for strategic advantage; working 
and organizing in the wired world; leading people on the organization of the 
future; and new definitions of organizational health.  

 
Kamin, Maxine; Wildermuth, Cristina de Mell-o-e-Souza; and Collins, Ron. (2003). 
Diversity Programs That Work. Alexandria, VA: American Society for Training and 
Development. 

The authors of this monograph, reprinted from an edition of the ASTD Info-line, 
offer a discussion of the need for diversity in the contemporary workforce, 
providing a statistical analysis of changes in the workforce and customer base. 
They offer succinct definitions used in discussing diversity and identify factors 
present in diversity-friendly organizations. One of the key benefits is material, 
including practical exercises, they provide for use in training. 
 

Katzenbach, Jon R. and Smith, Douglas K. (1993). The Wisdom of Teams. Boston, MA: 
Harvard Business School Press. 

Exploring the efforts and impact of the use of teams in some fifty organizations, 
Katzenbach and Smith made a member of discoveries: a demanding performance 
challenge tends to create teams; team performance opportunities exist in all parts 
of an organization; most organizations intrinsically prefer individual over team 
accountability and rewards; teams naturally integrate performance and learning: 
and teams are the primary units of performance for increasing numbers of 
organizations. For teams to be successfully utilized, certain basic conditions must 
be met: problem-solving, technical, and interpersonal skills must be present in the 
team members; mutual accountability as well as team and individual 
responsibility must be acknowledged; and a commitment to a common purpose 



and set of performance goals must exist. As they note, “the wisdom of teams is 
within the team itself …it is in a small group of people so committed to 
something larger than themselves that they will not be denied.” 

 
Katzenbach, Jon R., and Smith, Douglas K. (2001). The Discipline of Teams: A 
Mindbook-Workbook for Delivering Small Group Performance. New York, NY: John 
Wiley & Sons. 

Katzenbach and Smith recognize that the successful use of teams requires 
effective organization and discipline. Drawing from the experiences of teams in a 
variety of organizational settings, they define six basic principles of team 
discipline that, balanced with the discipline of a single-leader, should prove 
advantageous for a manager. The book can serve as an application guidebook, 
offering a variety of exercises, checklists, and practical suggestions for the 
successful development and use of teams. 

 
Lencioni, Patrick (2002). The Five Dysfunctions of a Team. San Francisco, CA: Jossey-
Bass. 

Using a leadership fable to illustrate his concept and particular points, Lencioni 
provides an analysis of the elements of an effective team and discusses specific 
dysfunctions hampering a team’s effectiveness and impeding an organization’s 
progress. In defining these dysfunctions (absence of trust; fear of conflict; lack of 
commitment; avoidance of accountability; and inattention to results), he 
articulates a practical guide which identifies suggestions for overcoming such 
dysfunctions and clearly defines the role of the leader in assuring effectiveness. 

 
Maxwell, John C. (2001). The 17 Indisputable Laws of Teamwork. Nashville, TN: 
Thomas Nelson Publishers. 

Maxwell holds that there are certain laws related to teambuilding that \apply to all 
situations and all leaders. For him, the question is “will your involvement with 
others be successful?” To that end, he has identified 17 laws, ranging from the 
Law of the Big Picture (the goal is more important than the role), to the Law of 
High Morale (when you’re winning, nothing hurts) to the Law of Dividends 
(investing in the team compounds over time). In addition to its discussion of an 
individual law, each chapter includes recommendations on how the reader can 
become both a better team member and a better leader. 

 
Maxwell, John C. (2002). The 17 Essential Qualities of a Team Player. Nashville, TN: 
Thomas Nelson Publishers. 

Another of Maxwell’s “numbers based” books on leadership, this work focuses on 
qualities needed as an effective member of an organizational team. Including such 
traits as adaptability, collaboration, dependability, competence, enthusiasm, 
mission consciousness, and selflessness, Maxwell emphasizes the importance of 
building a great team from the collective contributions of good team members. 
Each of the chapters, devoted to a specific quality, includes a “bringing it home” 
section to allow the reader to self-assess and decide how to improve, and a “daily 
take-away” section with a memorable story demonstrating the particular quality. 



 
Mohrman, Susan A.; Cohen, Susan G.; and Mohrman, Allan M., Jr. (1995). Designing 
Team-Based Organizations.  San Francisco, CA: Jossey-Bass.  

Designing Team-Based Organizations is a practical design guide for the 
contemporary organization. Building on both theory and empirical research, the 
authors argue that a team-based organization differs in fundamental ways from a 
traditional, bureaucratic organization and, as a result, requires radical redesign of 
its inherent structure, philosophy, organizational assumptions, and work 
processes. The presentation of their model, using “case organizations,” is in a 
sequence which allows the reader a systematic method of clearly understanding 
their organizational design. They also call for continued research into 
organizational change; as they note, “organizational practice is preceding theory, 
and new knowledge will be developed from the study of this organizational 
form.” 
 

Parker, Glenn M. (1990). Team Players and Teamwork. San Francisco, CA: Jossey-Bass.  
Acknowledging that “as teamwork takes hold, the challenge facing public and 
private organizations is to make it all work,” Parker provides a detailed and 
practical prescription for success. Drawing from the experiences of a variety of 
managers and human resource professionals, he discusses the potential of teams 
and recognizes their failures. He clearly identifies the qualities and characteristics 
of an effective team and provides a picture of differing team-player styles that can 
result. In an important chapter, he concentrates on team leadership and its 
contribution to effectiveness or ineffectiveness of the group. Finally, he provides 
an overview of the culture that will ensure team success and articulates the 
challenges faced by both executives and team members.  
 

Rayner, Steven R. (1996). Team Traps. New York, NY: John Wiley & Sons. 
Rayner is a proponent of the use of team-based work systems but recognizes that, 
in many organizations, once successful team environments have collapsed. He 
examines successes and failures and finds that, when success has turned rapidly to 
failure, three megatraps - - a strategic blunder, a collision of work cultures, or an 
inability to transfer learning - - often occurred. Yet, more frequent are the little 
errors that limit the success of teams from their on-set, common “traps” that 
include downsizing, leadership abdication, undefined accountability, and 
disruptive team members. His is a guide to a successful use of teams, recognizing 
work flow designs and changes in the corporate culture which may be necessary 
and identifying specific team disciplines which are critical.  

 
Scholtes, Peter R., Joiner, Brian L., and Streibel, Barbara J. (2003). The Team Handbook, 
3rd Edition. Madison, WI: Joiner/Oriel Incorporated. 

This volume is a detailed workbook for the use of teams in governmental and 
non-governmental settings. Easy to understand, it is replete with useful tools, tips 
for success, and checklists for specific activities involving the team. Its 15 
improvement strategies offer an effective blueprint for problem solving and 
process improvement. 



 
Wilson, Jeanne M., George, Jill, and Wellins, Richard S. (1994). Leadership Trapeze. 
San Francisco, CA: Jossey-Bass. 

If organizations are becoming flatter, empowerment of personnel is increasing, 
and self-directed teams are the “new” way to deliver services, the challenge 
becomes identifying and using equally new leadership techniques and skills to 
focus and guide the changing organization. These authors describe the changing 
nature of those teams and identify a number of new realities of leading teams, 
centering on the enhanced, rather than diminished, role of the leader. They discuss 
successful transitions and focus on their new model of leadership, high-
involvement leaders who, at the most significant level, are highly empowering 
and become virtual team leaders for a number of teams. The volume’s usefulness 
is enhanced by a prescriptive section, outlining what leaders and organizations 
should do for a successful transition to the self-directed team, including the stages 
of a team’s development.  

 
 

CORE COMPETENCY: SHAPING THE ORGANIZATIONAL CULTURE 
 
 
CHANGING THE ORGANIZATION 

 
Ackoff, Russell L. (1994). The Democratic Corporation. New York, NY: Oxford 
University.  

Ackoff’s book begins with an acknowledgement of the deterioration of America’s 
economy in general and many of its enterprises in particular and, more directly, 
provides a criticism of simple fixes, especially with their own buzzwords, to 
complex problems. In recognition of the profound nature of change in society, 
organizations and business, he calls for a move from the failures of TQM and 
rightsizing to alternative organizational designs which allow an enterprise to 
thrive during a time of change, assure quality, and facilitate the most appropriate 
management. Interestingly, his concluding chapter is a discussion of the failure of 
traditional business education and a prescription for radical transformation of such 
university-based education … issues that were equally compelling in the 
establishment of the Florida Criminal Justice Executive Institute. 

 
Axelrod, Richard H. (2000). Terms of Engagement. San Francisco, CA: Berrett-Koehler. 

Recognizing that a leader cannot change the organization alone, Axelrod posits 
that current methods of change management do not work and offers his own 
“engagement paradigm” designed to involve more people within the organization. 
He defines four integrating principles for producing an engaged organization: 
widening the circle of involvement; connecting people to each other; creating 
communities for action; and embracing democracy. According to Axelrod, such 
an approach to change management creates a sense of urgency and energy within 
the organization, increases collaboration across organizational boundaries, and 
fosters creativity and accountability. 



 
Beckhard, Richard & Harris, Reuben T. (1987). Organizational Transitions: Managing 
Complex Change. Reading, MA: Addison-Wesley.  

Part of the Addison-Wesley series on organizational development, the underlying 
assumption of this text is that “today’s executive managers, in addition to 
overseeing the operations of their organizations, are significantly concerned with 
managing the design and plan for the future of the organization and the 
management of the human, financial, technical, and other resources necessary to 
move from the present state of affairs to the desirable future state.” Theirs, then, is 
a discussion of the demanding world of the manager, with multiple constituencies, 
changing values, increasing complexity of tasks, and, above all, a recognition that 
change will occur. The primary focus is on the definition and consideration of 
those issues necessary for a successful strategy of change: determining the degree 
of choice related to the change; determining what needs changing; determining 
where to intervene; and choosing appropriate intervention technologies. Their 
conclusion includes a warning which criminal justice executives should heed: “it 
has been our experience that a great portion of large-system change efforts failed 
because of a lack of understanding on the part of the organizational leadership of 
what the process of intervention and change involves.”  
 

Belasco, James A. (1990). Teaching the Elephant to Dance. New York, NY: Crown.  
The premise is simple: organizations are like elephants – they both learn through 
conditioning and are slow to change. Yet, the nature of the world requires 
organizations to change and, more importantly, to empower their employees to 
change the organization. Change is a process for any organization, requiring 
preparation, the creation of a new tomorrow, and an expressed vision that 
empowers it. Change in the organization and within individuals is tough. Yet 
change can happen successfully, and slowly, hesitatingly, with trips and falls, the 
elephant can indeed learn to dance.  

 
Bolman, Lee G., and Deal, Terrence E. (1997). Reframing Organizations: Artistry, 
Choice, and Leadership. San Francisco, CA: Jossey-Bass Publishers. 

Bolan and Deal suggest that, based on the needs and environment, organizations 
can adopt one of four major frames, or methods, by which they conceptualize 
their world: structural, human resource, political, or symbolic. Within each, a 
variety of organizational metaphors, central concepts, and basic challenges exist. 
The challenge for effective leadership is understanding, using, and, when 
necessary, reframing the organization’s myriad frames during times of change and 
growth. 

 
Bossidy, Larry, and Charan, Ram (2002). Execution: The Discipline of Getting Things 
Done. New York, New York: Crown Business. 

Holding that “execution is the great unaddressed issue in the business world 
today,” Bossidy and Charan explain the discipline of execution and how a culture 
of execution separates the outstanding organization from the average. The key 
foundations for success rest upon a leader’s personal priorities, the culture of 



change within the organization, and the selection and appraisal of the right people 
for their jobs. Their “how to” section, which comprises a significant portion of the 
book, emphasizes the three core processes of effective execution: people, strategy, 
and operations. 

 
Bradt, George B.; Check, Jayme A.; and Pedraza, Jorge E. (2006). The New Leader’s 
100-Day Action Plan: How to Take Charge, Build Your Team, and Get Immediate 
Results. Hoboken, NJ: John Wiley & Sons. 

Acknowledging that 40% of leaders going into new roles fail within the first 18 
months, the authors developed this book to allow a leader to better manage his/her 
transition. It is designed to serve as an action plan, with a timetable and key week-
to-week milestones for the first 100 days. Drawing from the experiences of a 
number of leaders with whom the authors have worked and providing a number of 
working tools for new leaders, the authors have three critical recommendations 
for leaders going into new roles: take charge of your own “on-boarding” process; 
get a head start before your first day; and think team. This book is a good 
companion to Michael S. Scott’s Managing for Success: A Police Chief’s Survival 
Guide. 
 

Bridges, William (2003). Managing Transitions: Making the Most of Change, Second 
Edition. Cambridge, MA: Perseus.  

Distinguishing between organizational change and transition within the 
organization, Bridges discusses how to manage the successful organizational 
transition, moving from the old organizational identity to the new identity with 
new energy and a new sense of purpose. He uses easy to understand examples to 
illustrate his points, and provides a series of checklists and working appendices to 
assist the reader in managing transitions. 

 
Brill, Peter L., and Worth, Richard (1997). The Four Levers of Corporate Change. New 
York, NY: Amacom. 

Brill and Worth believe that, in order to be successful, the change process must 
recognize four key factors: human nature and its relationship to change; power, 
which, if used properly, can facilitate change; social processes, which can give 
change momentum; and the role of the leader. This book and the analysis of these 
factors are based on more than 1,000 interviews of senior executives by 
researchers from the Wharton School at the University of Pennsylvania. Using 
extensive “real world” examples and historical backdrops, the authors provide an 
effective template for making change work. 

 
Bryson, John M., and Alston, Farnum K. (2005). Creating and Implementing Your 
Strategic Plan: A Workbook for Public and Nonprofit Organizations. San Francisco, CA: 
Jossey-Bass 

This practical workbook provides an overview of the strategic planning and 
implementation process and supplies the reader with a number of readiness 
assessment worksheets. That overview is complemented by a detailed discussion 
of each step of the process with additional worksheets to facilitate their use. 



 
Carnevale, David G. (2003). Organizational Development in the Public Sector. Boulder, 
CO: Westview Press. 

Carnevale’s book provides an overview of the application of organizational 
development to public organizations, discussing its basic premises as well as its 
underlying values and assumptions. Since organizational development is 
“fundamentally about changing the dynamics of social systems,” within an 
organization, this book particularly focuses on issues related to change and 
conflict. 

 
Carr, David K.; Littman, Ian D.; and Condon, John K. (1995). Improvement Driven 
Government: Public Service in the 21st Century. Washington, DC: Coopers and Lybrand. 

Carr, Littman, and Condon recognize the compelling need for governments at all 
levels to improve their performance and have developed a framework for 
integrating all aspects of managing an organization for continuous improvement. 
This book can serve as a guide for transforming an organization into an 
improvement driven organization, providing detailed information on the leader-
driven, process-driven, and improvement-driven phases of such organizational 
development, and identifying the critical players in such an effort. 

 
Collins, James C., and Porras Jerry I. (1994). Built to Last: Successful Habits of Visionary 
Companies. New York, NY: HarperBusiness. 

Rather than focusing on individual leaders and leadership traits, Collins and Porras 
discuss visionary companies, organizations that are recognized by and for their track 
record of success over a long period of time. Their research begins by exploding a dozen 
myths about successful companies and explores fundamental principles that apply across 
companies and eras. Their resulting “lessons of alignment” have as much applicability for 
those in public sector leadership and management positions, including law enforcement, 
as they do to the private sector organizations under study. 

 
Collins, Jim (2001). Good to Great. New York, NY: HarperBusiness. 

One of the more popular books in the last several years, Good to Great focuses on 
the characteristics of those corporations able to achieve and sustain outstanding 
performance over a period of time. Using data developed from an in-depth study 
of 28 companies over a five year research period, Collins and his research team 
identified a number of determinants of greatness in the most continuously 
successful companies: “Level 5” Leadership, the highest level in Collins’ 
hierarchy of executive capabilities, which combines personal humility and 
professional will; hiring and assignment of the right people to the right positions; 
the ability to maintain unwavering faith in the organization’s vision, yet being 
able to confront its current realities, no matter how brutal, in a corporate culture 
which supports an open and on-going exchange of truthful information; a culture 
of discipline; an understanding by the leadership of what the organization can be 
best at, what drives the organization’s economic engine, and what the 
organization can be passionate about---and a concentration of its efforts on the 
conjuncture of those three elements; technology accelerators to support the 



organization’s forward movement; and a recognition that organizational 
transformation does not happen overnight. 

 
Francis, Dave and Woodcock, Mike (1990). Unblocking Organizational Values. 
Glenview, IL: Scott, Foresman, and Company.  

These authors base their discussion on the assumption that every organization has 
a system of values and that the most important values systems are located within 
management; in fact, top leadership is about having -- and using -- an active 
values system. For Francis and Woodcock, the fundamental management values 
of any successful organization center around four core issues, with twelve 
component parts: management itself (power, elitism, and reward); the 
organization's task (effectiveness, efficiency, and economy); relationships 
(fairness, teamwork, and law and order); and the organization's environment 
(defense, competitiveness, and opportunism). This book, then, is about clarifying 
those values which are important within any organization and offering the reader 
an opportunity to comprehend and survey those within his/her own organization. 

 
Friedman, Mark (2005). Trying Hard Is Not Good Enough: How to Produce Measurable 
Improvements for Customers and Communities. Victoria, BC: Trafford Publishing. 

Drawing from his career in public service, Friedman developed a Results 
Accountability framework to help governmental agencies improve their 
performance, effectiveness, and responsiveness. Using a common language to 
assure complete understanding of the process and results and data to assess 
performance, this approach is viewed as a disciplined way of thinking and acting 
to improve the quality of a community or an organization. 

 
Galbraith, Jay R. (1995). Designing Organizations. San Francisco, CA: Jossey-Bass.  

Subtitled “An Executive Briefing on Strategy, Structure and Process,” Galbraith’s 
work holds that four immutable forces shape today’s organization: customer 
power, the variety of available products and services, change, and speed (of 
change, decisions, and customer expectations). As a result, to be successful, 
today’s organization must be particularly responsive and flexible. The state-of-
the-art organization, then, must have as a foundation an ongoing organizational 
design which recognizes key policy elements: strategy (direction), structure 
(location of decision-making power), processes (especially flow of information), 
rewards (as a motivation to perform), and people (defining the employees’ 
mindsets and skills). He recognizes that many of the activities of an organization 
do not follow the vertical hierarchical structure and encourages lateral 
coordination and integrated group processes to more quickly respond to change. 
Holding that organizational design can also foster organizational evolution, 
Galbraith depicts alternative models of the future, focusing on a continuous 
design process and the change-based issues which accompany it. To Galbraith, 
the structure reinforces a key concept: the leader is a decision shaper rather than a 
decision maker, achieving this role through organizational design. 
 



Galbraith, Jay R. and Lawler, Edward E., III, Eds. (1993). Organizing for the Future. San 
Francisco, CA: Jossey-Bass.  

This edited work focuses on the need for organizations to change in order to be 
effective in the future. Its ten essays deal with three basic areas: the form of the 
organization of the future; how internal effectiveness can be achieved by 
successful organization; and the development and management of human 
resources. For each of these authors, a key concept pervades: a new logic about 
organizational effectiveness is being developed as a result of major social and 
economic change; central to that logic is a change in how the organization, its 
employees, and its constituencies communicate.  
 

Geller, William A., and Swanger, Guy (1995). Managing Innovation in Policing: The Untapped 
Potential of the Middle Manager. Washington, DC: Police Executive Research Forum. 

Geller and Swanger believe that a long-neglected task in the implementation of 
community policing is garnering the support of middle managers and using them as part 
of the solution to community problems. To that end, this book offers a detailed discussion 
of the reasons why midlevel managers have been considered as obstacles to strategic 
innovation and, more important, how they can be used to facilitate such innovation. Their 
recommendations and extensive references provide an effective tool for executives 
focused on innovation within their law enforcement organization. 

 
Gerzon, Mark (2006). Leading through Conflict. Boston, MA: Harvard Business School Press. 

Gerzon focuses in leaders who, in times of conflict, are able to reach out to others and 
bridge their differences in order to achieve greater results. He begins by discussing three 
faces of leadership: the demagogue, the manager, and the mediator. Focusing the 
majority of his book on the latter, he identifies eight tools critical to the leader’s success 
as a mediator: integral vision; systems thinking; presence; inquiry; conscious 
conversation; dialogue; bridging; and innovation. 

 
Gretz, Karl F., and Drozdeck, Steven R. (1992). Empowering Innovative People. 
Chicago, IL: Probus Publishing. 

Today, the most effective organizations, whether public or private, are those 
which can recruit, reward, and retain innovative or creative employees. The 
foundation of contemporary efforts like community policing, for instance, rests 
upon effective problem solving. Gretz and Drozdeck focus on the basics for the 
“care and feeding” of such individuals; creating an innovative environment; 
managing the creative individual; communicating effectively with such personnel; 
leading, motivating, coaching and counseling. For many executives, dealing with 
creative and innovative employees is a challenge; for all of us in this new society, 
it must be effectively met.  

 
Harvard Business Fundamentals (2003). Managing Change and Transition. Boston, MA: 
Harvard Business School Press. 

Part of a series developed by Harvard Business School Publishing, this work 
offers comprehensive advice and implementation tools for dealing with 
organizational change and the stress that accompanies it. It examines the 



dynamics and dimensions of change, discusses the role of motivation in preparing 
for and implementing change, describes a seven step change process, and offers 
tips on making the change process more effective, less threatening, and more 
lasting. 
 

Johnson, Spencer (1998). Who Moved My Cheese? New York, NY: G. P. Putnam’s Sons. 
Subtitled An Amazing Way to Deal with Change in Your Work and in Your Life, 
this parable tells the tale of four characters, including two mice, who spend their 
lives in a maze looking for special cheese. As the characters face unexpected 
change, one is more successful than the others and documents the lessons he 
learns on the walls of the maze. The “handwriting on the wall” then becomes the 
lessons of this book. 

 
Kamarck, Elaine C. (2007). The End of Government…As We Know It: Making Public 
Policy Work. Boulder, CO: Lynne Rienner Publishers. 

With the advent of the information age, bureaucracy can no longer meet the 
demands of those it governs. As a result, Kamarck believes that, to effectively 
deal with the changing nature of social change and unanticipated crisis, 
government will be required to be more flexible, creative, and better able to cope 
with uncertainty than it currently does. A number of new methods of policy 
implementation, such as government by network and government by market, have 
come about, with a variety of issues related to effectiveness, efficiency, and 
accountability. 
 

Kanter, Rosabeth Moss (1983). The Change Masters. New York, NY: Simon and 
Schuster.  

A professor in the School of Management at Yale at the time this book was 
written, Kanter examined the conditions necessary for successful corporate 
innovation. Her work is an important documentary of the transformations 
occurring in the American corporate environment during the two decades 
beginning in the 1960’s. She particularly focuses on ten major companies, six of 
which were “new style” firms and four more traditional industries, examining 
their specific innovations and focusing on the ability of successful companies to 
integrate entrepreneurial behavior and employee involvement leading to 
productive, responsive change. It is her belief that the practice of these successful 
companies, particularly their structures, cultures, and reward systems, provide an 
understanding of the way in which innovation can be encouraged and enhanced. 
She is emphatic about the development of new sets of skills required to 
effectively manage in such integrated, innovative environments, including power 
skills, those necessary to persuade others to act; the ability to manage problems 
associated with the greater use of teams and employee participation; and an in-
depth understanding of how change is designed, constructed, and managed in any 
organization. 
 

Kotter, John P. (1996). Leading Change. Boston, MA: Harvard Business School Press. 



An expanded version of a Harvard Business Review article, this book integrates a 
number of concepts presented by Kotter in his other publications. Beginning with 
mistakes that lead to organizational failure during times of transition (e.g. 
allowing too much complacency, underestimating the power of vision, or under-
communication), he identifies and discusses an eight-stage process of creating 
major change. He stresses the importance of an organized, sequential undertaking, 
culminating with the anchoring of new approaches in the heart of the 
organization’s culture. His effort is a call for leadership and lifelong learning, the 
very heartblood of the 21st century executive.  

 
Kotter, John P. (2008). A Sense of Urgency. Boston, MA: Harvard Business Press. 

Drawing from his previous work, Leading Change, Kotter reviews some of his basic 
assumptions and reaches several key conclusions: any major changes begins with a sense 
of urgency; complacency is more widespread than he originally assumed; false urgency 
must be distinguished from real urgency; and urgency is becoming more important in this 
world of on-going change. His strategy for instilling a true sense of urgency centers 
around a focus on winning the hearts as well as the mind of followers and utilizes four 
specific tactics to achieve lasting organizational change. 

 
Kouzes, James M., and Posner, Barry Z. (2003). Encouraging the Heart: A Leader’s 
Guide to Rewarding and Recognizing Others. San Francisco, CA: Jossey-Bass. 

The art of leadership relies heavily on motivation one’s followers, particularly 
recognizing individual efforts and achievement, a skill that Kouzes and Posner 
find is difficult for many leaders. Identifying seven essentials of “Encouraging the 
Heart” and offering an Encouragement Index to allow the reader to perform a 
self-assessment, they present myriad examples and a list of 150 specific ways by 
which an employee’s performance may be recognized, rewarded, and encouraged 
to continue.  

 
Lawton, Robin C. (1993). Creating a Customer-Centered Culture: Leadership in Quality, 
Innovation, and Speed. Milwaukee, WI: ASQ Quality Press. 

Lawton’s book focuses on applying quality management techniques to service 
industries. In it, he attempts to define the service product, differentiate customers 
and define their expectation, and measure service quality. He defines a number of 
strategies for changing an organization and provides a process of change which 
should be of use to any public sector agency. 
 

Marks, Mitchell L. (1994).  From Turmoil to Triumph. New York, NY: Lexington Books 
Recognizing the change that has impacted most organizations and that will be 
required for continued success and effectiveness, Marks sounds a concern on 
behalf of their employees: “they see no end in sight to the parade of transitions, 
and they feel they have no power to avert any subsequent impact.” This book, 
then, is about the unintended consequences of organizational change and 
recognition that successful transitions require a rebuilding of employee spirit, 
team performance, and organizational systems. He coins a term - - Organizational 
MADness - - to further describe this native impact of Mergers, Acquisitions, and   



Downsizing on short-term employee well-being and long-term organizational 
effectiveness. His emphasis on these organizational concerns is as practical as 
they are humanitarian. As he concludes, “the organization that is thinking today 
about what it needs to be building to gain a competitive advantage for the future 
will be ready with a committed, excited, and motivated work force ready to 
charge up hill after hill in pursuit of mutually rewarding victories.” 

 
Marquandt, Michael J. (1996). Building the Learning Organization. New York, NY: 
McGraw Hill 

Marquandt bluntly offers his premise: “organizations must learn faster and adapt 
to the rapid change in the environment or they simply will not survive.” Working 
from there, he discusses the basics of organizational learning in today’s 
environment: it is performance-based; importance is placed on learning processes; 
defining learning needs is as important as the answers; organizational 
opportunities exist to develop knowledge, skills, and attitudes; and learning is part 
of everyone’s work. As he presents his total systems learning model, he identifies 
16 steps necessary to move to the status of a learning organization and addresses 
the conditions and strategies needed to maintain that position.  

 
Miller, Ken (2002). The Change Agent’s Guide to Radical Improvement. Milwaukee, WI: 
ASQ Quality Press. 

 Miller’s premise is that the presence of a change agent is the factor separating 
excellent organizations from those that are average. Such individuals are those 
who have the knowledge, skills, and tools to allow the organization to create 
significant improvement. This book, which focuses on knowledge and service 
work in the public and private sector, allows an individual to facilitate teams 
working through a change agent process from its beginning (“diagnosis”) through 
the end. The author also offers a series of useful “tools” for the facilitator and the 
team at the end of each chapter.  

 
Murphy, Susan Elaine, and Riggio, Richard E. (Eds) (2003). The Future of Leadership 
Development. Mahwah, NJ: Lawrence Erlbaum Associates. 

The authors in this edited work provide a detailed analysis of leadership 
development, discussing its foundations in leadership, as well as its processes, its 
challenges, and its techniques. The book offers a discussion of the theory of 
leadership development and provides further review of the applications and 
practice of leadership development in a number of settings. 
 

Osborne, David and Gaebler, Ted (1993). Reinventing Government. New York, NY: 
Plume.  

Osborne and Gaebler recognize that American government is in a time of crisis. 
To effectively alter both the perceptions and reality of government, public sector 
leaders are now called upon to radically change the method by which we do 
business. Agencies are expected to perform as if they were members of the private 
sector. This means that governments are required to become more entrepreneurial 
in practice as well as spirit, focusing on responsibility and accountability as 



methods by which government can be improved. This particular book is replete 
with concrete examples of how government cannot only be changed, but must be 
reengineered, in order to achieve maximum success and, perhaps as important, 
popular respect.  
 

O’Toole, James (1995). Leading Change. San Francisco, CA: Jossey-Bass. 
“Today’s corporate executives believe they are struggling with an unprecedented 
leadership challenge to create internal strategic unity within a chaotic external 
environment.” The book, then, applies the success and failures of real executives 
to this leadership challenge. Most particularly, O’Toole attempts to focus on “the 
most difficult single question with regard to leadership: why is it that competent 
leaders who seemingly do and say everything “right” may still be ineffective at 
leading change?” Assuming much of leadership is contingency-based, he builds a 
values-based strategy that can allow leaders to successfully identify and 
effectively overcome resistance to change. 

 
Popovich, Mark G. (Ed). (1998). Creating High Performance Government 
Organizations: A Practical Guide for Public Managers. San Francisco, CA: Jossey-Bass 
Publishers. 

These authors hold that, to meet new demands and challenges, governmental 
organizations must be “reinvented,” and that the needed change can occur as a 
result of a variety of internal and external forces. They articulate the principles 
and design components which distinguish high performance organizations from 
the average and lay out the key steps needed to plan for and implement high 
performance. Unlike many other books, this work also provides a discussion on 
critical management systems, i.e., budgeting, human resources, and procurement, 
critical for successfully implementing high performance. 
 

Schein, Edgar (1992). Organization Culture and Leadership, 2nd ed. San Francisco, CA: 
Jossey-Bass.  

Critical to the success of any executive is an understanding of the dynamics of the 
culture (and subcultures) of his or her organization. Schein stresses such an 
analysis of the “pattern of shared basic assumptions” of a group, particularly in 
understanding how technologies influence and are influenced by organizations; 
how management across national and ethnic boundaries can occur; and how 
culture is often a primary source of resistance to change. He argues that the 
analysis of organizational culture “works best it one considers culture as 
manifesting itself at the level of behavior and espoused values, but that the 
essence of culture lies in the set of underlying assumption that a group shares.” Of 
particular note to the criminal justice executive will be his sections on how a 
leader creates and develops cultures within the organization and how the leader 
can successfully manage cultural change.  

 
Silverstein, Barry (2007). Motivating Employees: Bringing Out the Best in Your People. 
New York, NY: HarperCollins. 



This is one of a series of Best Practices guides produced by HarperCollins; others 
include Achieving Goals, Communicating Effectively, Difficult People, 
Evaluating Performance, Managing People, Time Management, and Hiring 
People. This particular volume identifies four essential skills of motivation and, 
within each, uses a series of mini-cases (‘case files”), lists of “dos and don’ts,” 
and key points (“power points”) to illustrate successful motivational practices. 

 
Smith, Douglas K. (1996). Taking Charge of Change: 10 Principles for Managing 
People and Performance. Reading, MA: Addison-Wesley. 

Holding that “behavior and skill change in an organization must be managed 
directly,” and that “traditional management approaches fall short when 
performance results depend on broad-based, behavior-driven change,” Smith 
identifies 10 principles which allow for the better management of change. He 
offers a variety of understandable examples of his approach and emphasizes the 
need both for an organizational strategy for making performance and change 
happen and for an articulated vision to orchestrate change. 

 
Snyder, Neil H.; Dowd, Jr., James J.; and Houghton, Dianne Morse (1994). Vision, 
Values, and Courage: Leadership for Quality Management. New York, NY: The Free 
Press.  

These authors build their book around three concepts of leadership. First, vision 
allows the leader to conceptualize reality and cultivate commitment within the 
organization. Second, values serve as the foundation for effective action, 
especially through the empowerment of employees. Finally, leadership in action, 
especially to encourage change within an organization, requires determination, 
persistence, and courage in order to ensure success. 

 
Solomon, Muriel (2002). Dealing with Difficult People. New York, NY:  Prentice Hall 
Press. 

Solomon defines ten types of difficult people, including those who are hostile or 
angry, who are deceitful or underhanded, or who are rude and abrasive, and 
provides an easy prescription to deal with each type. Perhaps even more 
important, she offers suggestions for appropriate action in circumstances when the 
difficult person is one’s boss, one’s colleagues, or one’s subordinates. Her 26 
tactful phrases to help you confront difficult people are practical tools, and her 10 
important guidelines to remember, including putting problem people in proper 
perspective, are extremely useful advice. 

 
PREPARING FOR THE FUTURE 
  
Aburdene, Patricia, and Naisbitt, John (1992). Megatrends for Women. New York, NY: 
Villard.  

The authors’ focus in this book is straightforward: “Women are transforming the 
world we live in … this book is addressed only to women…and to men who come 
in contact with them.” As they have done in other works, Auburdene and Naisbitt 
analyze the impact of a number of trends on women, and more importantly, 



address both issues about which women and men must be aware in politics, in the 
workplace, in religion, and in their family lives. They focus on the clear 
expansion of political, financial, and management power by women and 
document the issues which impact, enhance, and control women as we move into 
the 21st Century. 
 

Barker, Joel Arthur (1992). Future Edge. New York, NY: William Morrow and 
Company.  

One of the classic futurists, Barker focuses on the importance of defining 
paradigms and, most importantly, being able to deal with paradigm shifts. 
Throughout this book, he attempts to enhance one’s ability to anticipate change, 
flexibly handle paradigms and new ways of processing information, and identify 
trends which should be affecting the world in the 1990’s. His work is thought 
provoking, shatters routine ways of thinking and viewing life, and forces the 
reader to go “beyond the dots.” 
 

Bennett, William J. (1994). The Index of Leading Cultural Indicators. New York, NY: 
Touchtone Books.  

Holding that his work is “the most comprehensive statistical portrait available of 
behavioral trends over the last  30 years,” Bennett examines the facts and, more 
importantly, the figures in five critical areas of American society: Crime (e.g. 
total crime, violent crime, juvenile violent crime); family and children (e.g. 
illegitimate births, marriage, divorce); youth pathologies and behaviors (e.g. teen 
suicide and births to unmarried teenagers); education (e.g. performance, spending 
and school problems); and popular culture and religion (e.g. television, movies 
and church membership). It is filled with usable information which should be at 
any chief executive’s fingertips. 
 

Coates, Joseph F.; Coates, Vary T.; Jarrett, Jennifer; and Heinz, Lisa (1986). Issues 
Management: How You Can Plan, Organize & Manage for the Future. Mt. Airy, MD: 
Lomond Publications. 

Issues Management is the “organized activity of identifying emerging trends, 
concerns, or issues likely to affect an organization in the next few years and 
developing a wider and more positive range of organizational responses toward 
that future.” The authors discuss the necessity for foresight in leading 
organizations into the future and present a practical process for an executive to 
use in developing and implementing an issues management program. Beginning 
with a discussion of anticipating an emerging issue, they examine the process of 
scanning and monitoring for such issues. A separate chapter is devoted to 
methods and techniques of issues management in which Coates and his co-authors 
discuss in non-technical terms approaches such as networking, content analysis, 
media analysis and scenario building. This book could be a very valuable for the 
criminal justice executive who wishes to develop a forecasting capability in his or 
her agency. 

 



Cornish, Edward (2004). Futuring: The Exploration of the Future. Bethesda, MD: World 
Future Society. 

Defined as “the art and science of exploring the future,” the concept of futuring 
has seen increasing prominence in the criminal justice system. This book 
discusses the development of the process of understanding, analyzing, and 
predicting future events and impacts and fosters the reader’s ability to develop 
scenarios useful for management choices and organizational forecasting. 
 

Cox, Jr., Taylor (1993) Cultural Diversity in Organizations. San Francisco, CA: Barrett 
Koehler Publishers.  

Cox explores cultural diversity in its broadest sense, examining its dimensions 
and dynamics, its impact on the organization, its component parts and individual 
behaviors, and the need for the creation of multicultural organizations. He 
believes that the successful management of social and workplace diversity is 
among the most important challenges facing leaders today in the future and offers 
a conceptual model, with specific management “tools” or actions, which can 
allow the executive to be successful in this task. 
 

Davis, Stanley M. (1987). Future Perfect. Reading, MA: Addison-Wesley.  
Citing Paul Valer, Davis set the book’s tone by acknowledging that “the trouble 
with our times is that the future is not what it used to be.” His work is a call for a 
new style and theory of organizational management to deal with major change in 
society and business. Rather than offer specific solutions, he challenges the reader 
to think, to examine his or her current paradigms, and to recognize the criticality 
of effective change. 
 

Drucker, Peter F. (1992). Managing for the Future. New York, NY: Truman-Talley 
Books. 

Drucker not only has dealt with contemporary leadership and management issues; 
in this book, he focuses on management in the era beyond the 1990s. He identifies 
the challenges confronting us, focuses on the impact on economic change, and 
discusses the techniques which will be needed by new managers, effective 
leaders, and changing organizations. As Drucker acknowledges, “there are 
enormous opportunities, because change is opportunity … we live in a very 
turbulent time, not because there is so much change, but because it moves in 
many different directions. … The effective executive has to be able to recognize 
and run with opportunity, to learn, and constantly to refresh the knowledge base.” 

 
Freedman, Mike, with Benjamin B. Tregoe (2003). The Art and Discipline of Strategic 
Leadership. New York, NY: McGraw-Hill. 

Freedman uses a five phase model for strategy formulation and implementation 
that includes strategic intelligence gathering and analysis; strategy formulation; 
strategic master project planning; strategy implementation; and strategy 
monitoring, reviewing, and updating. The book presents the broad concept of 
strategy and discusses those five phases in-depth, illustrating them with 



successful—and not so successful—examples from the corporate world and 
offering lessons for strategic leaders. 

 
Garner, Gerald W. (2003). Common Sense Police Supervision: Practical Tips for the 
First Line Leader, Third Edition. Springfield, IL: Charles C Thomas. 

This book provides a discussion of a variety of issues, including the theories of 
and a commonsense approach to supervision and, in particular, police supervision. 
Garner outlines how an officer may prepare for the role of supervisor and for the 
process of promotion. He emphasizes the ethics of police supervision and 
enumerates the qualities of a leader, then discusses other roles a police supervisor 
must play, such as educator, as evaluator, as leader, as planner, as communicator, 
as counselor, and in assuring exceptional customer service. 
 

Halberstam, David (1991). The Next Century. New York, NY: Avon Books.  
Halberstam is not a management guru; he is a Pulitzer Prize-winning journalist. 
To that end, his work is a readable discussion of changes impacting American 
life, from the reshaping of Eastern Europe, to the economic power of Japan, to 
America’s political paralysis. For the effective executive, it is a strategic overview 
of life now and, more importantly, what we can expect in future years. 
 

Hesselbein, Frances; Goldsmith, Marshall; and Beckhard, Richard, Eds. (1996). The 
Leader of the Future. San Francisco, CA: Jossey-Bass.  

In his forward to this book, Drucker identifies the four simple things known by all 
effective leaders he has encountered: the only definition of a leader is someone 
who has followers; and effective leader is not necessarily someone who is loved 
or admired, i.e. popularity is not leadership, results are; leaders are highly visible 
and set examples; and leadership is responsibility, not rank, privileges, titles or 
money. This series of thirty-one readings revolves around these premises. It is a 
book about the future and the leadership required to assure that it is based on 
quality, change, and effectiveness. The book came about as a result of successful 
efforts by the members of the Drucker Foundation to prevail upon some of the 
most outstanding leadership writers, e.g. Kanter, Posner, Kouzes, Covey, and 
Blanchard, to each write a piece on the Leader of the Future. The resulting articles 
are grouped into four parts: Leading the Organization into the Future; Future 
Leaders in Action; Learning to Lead for Tomorrow; and Executives on the Future 
of Tomorrow. Their summary suggests that it is the first in a series of volumes to 
provide readers with the latest and best thinking on the future of leadership, 
organization, change, and innovation. 
 

Jamieson, David, and O’Mara, Julie (1991). Managing Workforce 2000. San Francisco, 
CA: Jossey-Bass.  

Co-authored by a founding faculty member in the Florida Criminal Justice 
Executive Institute, this book contends that workplace diversity, if used properly, 
will afford an advantage to organizations if they are willing to blend and 
capitalize on the differing skills and perspective of such diverse employees and 
create an environment where everyone can give his or her best. It goes beyond the 



traditional definition of diversity to include values, age, disability and education 
as points of diversity. Theirs is a broad discussion of changes in the workplace, 
their effect in the organization, and the anticipated impact in the future. A key 
concept that they develop and expand is the FLEX-MANAGEMENT MODEL. 
That model includes management components (specific policies, systems and 
practices) blended into an integrated approach utilizing four key strategies 
(matching people in jobs; managing and rewarding performance; informing and 
involving people, and supporting life styles and life needs). Significantly, 
Jamieson and O’Mara were able to utilize examples from over 82 organizations in 
making their point about the impact and benefits of the effective utilization of 
diversity. 
 

Koteen, Jack. (1989). Strategic Management in Public and Nonprofit Organizations: 
Thinking and Acting Strategically on Public Concerns. New York, NY: Praeger. 

“This book confronts a serious problem: the widespread inability in the public and 
private nonprofit world to think and act strategically … lack of vision of the 
future is often accompanied by a preoccupation with trivia and distracting 
symbols.” With that premise as his lead-in, Koteen discusses the interactive 
functions of the process of strategic management, focusing on how business’s 
successes can be applied in public institutions. He contends that the leader of 
today and tomorrow must be viewed as a leader of strategy and a master of 
change, with an ability to create a compelling vision of the future, establish a 
strategic management system within the organization, and set a strategic agenda 
for the organization. Stressing that “excellence in organization does not last 
forever,” he offers both an applied approach to strategic management using 
contemporary program management techniques and a discussion of methods of 
controlling/monitoring performance and evaluating programs.  
 

Nadler, Gerald I., and Hibino, Shozo (1994). Breakthrough Thinking. Rocklin, CA: Prima 
Publishing. 

Considering their book to provide “software for the mind,” Nadler and Hibino 
outline seven principles of creative problem solving and identify eight basic errors 
most often made in solving problems. Their goal is to provide three distinct types 
of “breakthroughs” for the reader: the brilliant creative idea; the solution that 
produces significantly better results; and the ability to bring to fruition what is 
simply the “good idea.” It is the authors’ hope that, as the reader implements the 
Breakthrough Thinking concepts, he or she will inevitable increase the “ability to 
lead in the development of and successful adoption to change … [one should] 
think smarter, not harder.”  
 

Naisbitt, John (1982). Megatrends. New York, NY: Warner Books. 
Megatrends is recognized as one of the classics of future studies. In it, Naisbitt 
laid out a premise that has become the basis of similar studies: the most reliable 
way to anticipate the future is by understanding the present. Providing a detailed 
content analysis and using what he refers to as bellwether states, including 
California, Florida, Washington, Colorado, and Connecticut, he identifies ten new 



directions impacting American Life: (1) America is moving from an industrial 
society to an information society; (2) We’re moving from forced technology to 
high-tech/high touch; (3) the economic base has shifted from a national focus to a 
world economy; (4) the orientation of the American manager is moving from 
short-term to long-term; (5) centralized structures of America including politics, 
business, and society, are being replaced by a decentralized focus; (6) Americans 
are moving from institutional support, particularly that provided by the 
government, to self help; (7) people who are affected by a decision are becoming 
part of the process of that decision, and we are moving from a representative 
democracy to a participatory democracy; (8) organizationally, we’re moving from 
hierarchies to networking;  (9) census figures indicate that we’re literally moving 
from north to south in America; and (10) our personal and professional decisions 
are moving from either/or to multiple options. It is Naisbitt’s bottom line that we 
are living in the time of “parenthesis,” the time between eras, and therefore a time 
of change and questioning. At the same time, it is the best time for future growth 
and definition of how we can successfully handle the world of the future.  
 

Naisbitt, John, and Aburdene, Patricia (1990). Megatrends 2000 New York, NY: Avon.  
The publication of Megatrends in the early 1980’s set the stage for futures studies. 
In Megatrends 2000, Naisbitt and his co-author enhance that effort. While some 
of the trends shaping the 1990’s are, in fact, global in scope, others, for instance 
the “decade of women in leadership,” are real issues which must be addressed by 
criminal justice executives. Similarly, the impact of changing economies 
throughout the world can have a major and dramatic impact on law enforcement 
and criminal justice agencies within this country and especially in Florida. The 
study of the future is no longer an academic exercise; it is a necessity of effective 
leadership. 
 

Naisbitt, John, and Aburdene, Patricia (1985). Reinventing the Corporation. New York, 
NY: Warner Books  

“We are living in one of those rare times in history when the two crucial elements 
for social change are present - - new values and economic necessity.” From this 
vantage, Naisbitt and Aburdene hold that the corporation is often the quickest and 
most responsive social institution to change. As corporations move to change, a 
number of considerations are of paramount importance, including a recognition 
that the manager’s new roll is that of coach, teacher and mentor; an understanding 
that the best people want ownership in an organization and the best companies are 
providing it; and the acknowledgement that authoritarian management is yielding 
to a networking, people style of management. As organizations and the people 
they hire are changing, so is the work, the work expectations of individuals, and 
the skills needed to do the job. Their conclusion centers on the personal 
responsibility of employees. As they reflect, “one of the best-kept secrets in 
America is that people are aching to make a commitment - - if they only had the 
freedom and environment in which to do so … it is commitment, not authority, 
that produces results.” 
 



Nierenberg, Gerard I. (1982). The Art of Creative Thinking. New York, NY: Simon and 
Schuster.  

How many authors guarantee your ability to “think, write, research, negotiate, 
compose, invent and solve any problem with greater creativity and success”? 
Nierenberg does! Using pictures, puzzles, verbal problems, tests and a variety of 
different exercises, his goal is to stimulate new ways of thinking and using 
creativity for results; he, of course, uses the “nine dots experiment” to encourage 
innovative thinking (and even manages to connect the dots with three continuous 
straight lines!). His is a challenge on the importance of thinking broadly without 
being stifled by narrow premature judgments or unexamined points of view. As 
he cautions, in this changing world, “lack of talent, inspiration, interest or even 
the distastefulness of a situation will no longer serve as an excuse to limit your 
choices … our rewards [will] come not from having brains, but in using them.” 

 
Toffler, Alvin (1990). PowerShift. New York, NY: Bantam Books.  

This is the third volume of a futures-based trilogy that includes Future Shock and 
The Third Wave. In it, Toffler moves from the change impacting society into a 
discussion of the new power system replacing that of the industrial society. He 
focuses especially on the changing roles of information in society and predicts 
that a number of specific shifts in power will occur in society, business, the 
economy, politics, and global affairs. His conclusion is of special importance to 
criminal justice executives: “It is now indisputable that knowledge, the source of 
the highest-quality power of all, is gaining importance with every fleeting 
nanosecond. The most important power of all, therefore, is not from one person, 
party, institution, or nation to another. It is the hidden shift in the relationships 
between violence, wealth, and knowledge as societies speed toward their collision 
with tomorrow. 

 
Whisenand, Paul M., and Ferguson, R. Fred (2005). The Managing of Police 
Organizations, Sixth Edition. Upper saddle River, NNJ: Pearson Prentice Hall, 

Holding that police organizations need both leadership and management, these 
authors spend the first portion of their work focusing on leadership, i.e., character 
and power, and its key principles: values, ethics, vision, communication, team 
empowerment, and intuition. They then shift their attention to management, i.e., 
competency and authority, and discuss its key elements: time management, 
organizing, dealing with problem employees, politics, unions, budget, and both 
community- and problem-oriented policing. 
 



           CORE COMPETENCY: ENGAGING THE COMMUNITY 
  
Blumstein, Alfred, and Wellman, Jack, Eds. (2000). The Crime Drop in America. Cambridge, 
UK: Cambridge University Press. 

Nine articles in this work explore the decline in crime, particularly violent crime, in the 
United States during the 1990s. Recognizing that a “preoccupation with criminal violence 
persists among the citizenry as well as among scholars of violence,” these authors delve 
into a number of specific issues related to American violence, including gun violence, the 
impact of prison expansion, and national demographics. An article by Eck and Maguire 
focuses its attention on the impact of changes in policing on violent crime, noting that the 
belief that the police have an independent impact on the nation’s violent crime rate is, 
from data analysis, largely a myth. Instead, law enforcement must be viewed as part of a 
network of social, political, governmental, and religious organizations, both formal and 
informal, that respond to and affect crime. 

 
Chrislip, David D., and Larson, Carl E. (1994). Collaborative Leadership: How Citizens 
and Civic Leaders Can Make a Difference. San Francisco, CA: Jossey-Bass. 

This book and its 2002 supplement, The Collaborative Leadership Fieldbook: A 
Guide for Citizens and Community Leaders, focus on the importance of 
collaborative efforts between citizens and their community leaders. In each, the 
authors define the critical leadership strategies for effective collaboration and 
offer practices which can produce successful results. The 2002 work is enhanced 
by a series of discussions and examples of successful collaborations and efforts at 
civic leadership development. 

 
Cox, Steven M., and Fitzgerald, Jack D. (1996). Police in Community Relations: Critical 
Issues, Third Edition. Dubuque, IA: Brown and Benchmark Publishers. 

This work serves as an introductory text on police-community relations, tracing 
its development and changing role in contemporary society. The authors discuss a 
variety of topics, including the role of the community in police-community 
relations and the role of the police in community relations, as well as both police 
diversity and diversity in policing. Significant to their approach is the use of a 
series of 24 1-2-page vignettes drawn from other sources and used to illustrate 
“critical issues” in police-community relations. 
 

Crosby, Barbara C., and Bryson, John M. (2005). Leaders for the Common Good: Tackling 
Public Problems in a Shared-Power World. San Francisco, CA: Jossey-Bass. 

Recognizing that the solution of public problems is no longer the sole 
responsibility of government and that individuals, communities, and special 
interests are equally concerned and involved, Crosby and Bryson have developed 
this volume of practical guidance for a myriad group of leaders. Drawing on a 
variety of research studies and using a number of mini-cases and exercises, they 
suggest a number of leadership capabilities necessary for success in this shared 
power world. 
 



Davies, Heather J., and Murphy, Gerard R. (2004). Protecting Your Community From 
Terrorism: Strategies for Local Law Enforcement, Volume 2: Working with Diverse 
Communities. Washington, DC: Police Executive Research Forum. 

As noted by the authors, “the significance of community policing in diverse 
neighborhoods after the terrorist attacks on the United States cannot be 
overstated.” This white paper is the result of an executive session on working in 
diverse communities convened by the Police Executive Research Forum. 
Attended by invited local law enforcement executives, federal law enforcement 
professionals, community leaders representing diverse segments of the 
community, and criminal justice practitioners, this work reflects the discussions 
and debates that occurred over the two-day session. Noting community concerns, 
federal law enforcement issues, and local law enforcement matters, the 
monograph offers a number of recommendations for local law enforcement as 
they police their diverse communities in the post-9/11 world.  

 
Gabbidon, Shaun, and Greene, Helen Taylor, Eds. (2005). Race, Crime, and Justice: A Reader. 
New York NY: Routledge. 

In this anthology, comprising 24 articles, the authors explore the impact of race on both 
crime and the criminal justice system. The articles are grouped into six sections, focusing 
on early writings on the topic; the disproportionality debate; women, race, and crime; 
race and crime in the community; race and violent crime; and the relationship of race and 
crime to punishment. A number of articles, especially those dealing with racial profiling, 
racially and ethnically motivated hate crimes, and issues of violent crime are of particular 
use to law enforcement executives. 

 
Harris, David (2002). Profiles in Injustice: Why Racial Profiling Cannot Work. New York NY: 
The New Press. 

Harris begins his book with profiles of four actual incidents in which law enforcement 
officers stopped persons apparently based upon their racial or ethnic identity. Reflecting 
on the historical use of profiling to anticipate and apprehend aircraft hijackers, serial 
killers, and drug couriers, he discusses the inherent dangers of such techniques, especially 
when suspicion of misconduct gives way to high-discretion police tactics. Harris provides 
a detailed analysis of the issues from policy, practical, and statistical perspectives and 
reflects on the cost of profiling to both the law enforcement agency and the criminal 
justice system. The book closes with a discussion of how to develop effective policies, 
procedures, and practices to eliminate racial profiling and offers a case study of an 
agency that successfully changed its approach. 

 
Hesselbein, Frances; Goldsmith, Marshall; Beckhard, Richard; and Schubert, Richard F. 
(Eds.) (1998). The Community of the Future. San Francisco, CA: Jossey-Bass.  

These editors have assembled 24 chapters to examine changes impacting 
communities around the world and focus on six critical issues: trends changing 
the evolution of the concept of community; values of the community; the impact 
of new communications technology; creating communities within organizations, 
such as the workplace; strengthening the social fabric of the community; and the 
expanding global dimensions of future communities. The editors and authors 



recognize that the future global community will be interdependent, yet diverse, 
and offer a broad set of analyses about future relationships, particularly those 
which will build stronger communities of value. 
 

Jones-Brown, Delores D., and Terry, Karen J., Eds. (2004). Policing and Minority Communities: 
Bridging the Gap. Upper Saddle River, NJ: Pearson Prentice Hall. 

This compendium of 11 articles explores the role of race in policing and offers 
suggestions about how the divide between law enforcement and the community it serves 
may be bridged. It explores a number of traditional issues, such as racial profiling and 
police socialization, and discusses new issues, including the role of the police middle 
manager in brokering police-minority community relations. 

 
Kelling, George L., and Coles, Catherine M. (1996). Fixing Broken Windows: Restoring 
Order and Reducing Crime in Our Communities, New York, NY: The Free Press. 

In 1982, in an article for Atlantic Monthly, James Q. Wilson and George L. 
Kelling posited the relationship between public disorder and serious crime. 
Holding that order can be restored in American cities and that the police are 
uniquely positioned to be involved in this effort, Kelling and Coles discuss the 
successful undertakings in New York, Baltimore, San Francisco, and Seattle. 
They offer a community-based paradigm of crime prevention and control in 
which citizen and neighborhood-based groups are the key element and the 
integrated efforts of a number of public agencies, including the police, and social 
service providers in the problem-solving process are critical for its success. 

     
Muffler, Steven J. (Ed). (2006). Racial Profiling: Issues, Data, and Analysis. New York, 
NY: Nova Sciences Publishers. 

With the attention given to the issue of racial profiling over the last several years, 
this edited work attempts to crystallize the issues under debate and analyze the 
impact of profiling on the criminal justice system. It identifies many of the policy 
questions that must be successfully answered by law enforcement agencies and 
legislative bodies and reflects on available data regarding profiling. Significantly, 
one of its chapters offers a resource guide on data collection systems to track race, 
ethnicity, and gender in police contacts and identifies both promising practices 
and lessons learned.  
 

 Pampel, Fred C. (2004). Racial Profiling. New York, NY: Facts on File. 
Billed as a “library in a book,” this work provides a review of the history of racial 
profiling, an overview of the legal issues and decisions affecting the topic, and a 
discussion of current areas in which racial profiling is used. Its “Guide to Further 
Research” section offers steps on researching racial profiling as well as a 
comprehensive annotated bibliography. 

 
Perino, Justina Cintron, Ed. (2006). Citizen Oversight of Law Enforcement. Chicago, IL: 
American Bar Association Publishing. 

This reader focuses on a number of aspects of civilian oversight of law enforcement 
agencies, providing a historical context as well as offering alternative approaches. The 



authors reflect on a number of specific needs for effective oversight, including training, 
funding, staffing, and access to information, and discuss in detail the importance of 
community outreach and public education. 

 
Schwarzfeld, Matt; Reuland, Melissa; and Plotkin, Martha (2008). Improving Responses to 
People with Mental Illnesses: The Essential Elements of a Specialized Law Enforcement-Based 
Program. New York: Council of State Governments. 

Law enforcement officers frequently respond to situations involving mentally disturbed 
persons, often with little preparation and support. Consequently, many agencies have 
begun exploring alternative response capabilities designed to increase both the safety of 
all involved and the effectiveness of the police response. The Council of State 
Governments Justice Center, in conjunction with the Police Executive Research Forum, 
conducted a detailed examination of the programs and practices in use by agencies 
throughout the United States. Their subsequent Report identifies, and makes 
recommendations for achieving, ten essential elements in any successful program: 1) 
collaborative planning and implementation; 2) program design; 3) specialized training; 4) 
call-taker and dispatcher protocols; 5) stabilization, observation, and disposition; 6) 
transportation and custodial transfer; 7) information exchange and confidentiality; 8) 
treatment, supports, and services; 9) organizational support; and 10) program evaluation 
and sustainability.  

 
Stevens, Dennis J. (Ed) (2002). Policing and Community Partnerships. Upper Saddle 
River, NJ: Prentice Hall. 

The primary focus of this book is the community component of community 
policing, especially the success resulting from effective police and community 
partnerships. It devotes the bulk of its discussions to specific successful programs 
of community involvement and participation, including efforts in Charlotte, NC, 
Madison, WI, and Columbia, SC. 

 
Walker, Samuel (2005). The New World of Police Accountability. Thousand Oaks, CA: Sage 
Publications. 

In his introduction, Walker notes how his understanding of the issue of police 
accountability had changed over the previous 15 years, just as the field’s understanding 
and practices had changed. He cites three examples of the “new “ police accountability at 
work: efforts to correct officer-involved shooting problems at a station of the Los 
Angeles Sheriff’s Department, racial profiling by the New Jersey State Police, and 
systemic performance issues by a “large department.” These examples are tied directly to 
new strategies and tools to deal with a long-term problem: police misconduct. The book 
explores a variety of alternative methods that offer success in ensuring accountability 
relating to the use of force and citizen complaints, including the use of police auditors as 
a model of citizen oversight, and which allow for early intervention with problem 
personnel. 

 



            CORE COMPETENCY: ASSURING EFFECTIVE PUBLIC SAFETY  
  
Alpert, Geoffrey P.; Kenney, Dennis Jay; Dunham, Roger G.; and Smith, William C. (2000). 
Police Pursuits: What We Know. Washington, DC: Police Executive Research Forum. 

With research funded by a National Institute of Justice grant, this work focuses on, first, a 
discussion of past research on police pursuits and, second, on contemporary site-specific 
research conducted in four jurisdictions. In the latter, the authors provide a detailed 
analysis of police pursuit-driving decisions, of the offenders’ perspective during pursuits, 
and of public opinion regarding such pursuits. The book provides extensive discussion of 
civil liability and risk management relating to police pursuits and closes with a chapter 
devoted to policy implications and policy development. 

 
Bennett, Georgette (1987). Crimewarps: The Collapse of Criminal Justice. New York, 
NY: Anchor Press/Doubleday. 

At the time Future Shock and Megatrends were exploring change in society, 
Bennett was exploring changing crime. Using Crimewarp to “describe the bends 
in today’s trends that will affect the way we live tomorrow,” she examines six 
major social transformations: the new brand of criminals; geography-free crime; 
the growth of white-collar crime; the politics and pleasure and the legalization of 
certain consensual crimes; the proliferation of technology in crime fighting; and 
the erosion of Constitutional protections in response to an increasing need for law 
and order. Her message is clear: society is changing, crime will change, and our 
response to it must change. 
 

Brown, Michael K. (1988). Working the Streets: Police Discretion and the Dilemmas of 
Reform. New York, NY:  Russell Sage Foundation. 

A classic work on law enforcement issues, this work is as valuable today as when 
it was written some 20 years ago. While it focuses on the central concept of police 
discretion, it provides probing discussions on the professionalism of policing, the 
bureaucratization of police work and the dilemmas of administrative control and 
supervision of police behavior. Although it holds itself to be a “study of 
patrolmen,” it probes the very politics of discretion and the limits to reforms 
affecting police conduct and the police culture and asks valid questions 
concerning the definition of policing as a profession.  
 

Dantzker, Mark L. (Ed). (1997). Contemporary Policing: Personnel, Issues, and Trends. 
Boston, MA: Butterworth Heinemann. 

Dr, Dantzker’s book is divided into three sections along the lines suggested by its 
title. In the section on personnel, his authors discuss the impact of gender on law 
enforcement, minority groups in law enforcement, recruitment and retention of 
law enforcement personnel, and the role of education and training in the police 
organization. Among issues, they deal with stress, law enforcement 
professionalism, and the role of professional ethics in policing, and in trends, the 
authors focus on criminal analysis, community policing, use of force, and the 
effect of technological change on law enforcement practices. 

 



Ederheimer, Joshua A., and Fridell, Lorie A. (Eds.) (2005). Chief Concerns: Exploring 
the Challenges of Police Use of Force. Washington, DC: Police Executive Research 
Forum. 

This PERF monograph attempts to provide guidance to law enforcement 
executives on a variety of topics relating to police use of force. In addition to 
chapters prepared by noted researchers which discuss use-of-force policy, policy 
enforcement, training, use-of-force tools, and handling the aftermath of a use-of-
force incident, the work also presents shorter commentaries within each chapter 
by a number of chief executives, law enforcement practitioners, and 
academicians. 
 

Fridell, Lorie; Lunney, Robert; Diamond, Drew; and Kubu, Bruce. (2001). Racially Biased 
Policing: A Principled Response. Washington, DC: Police Executive Research Foundation. 

Recognizing that the term “racial profiling” is too limiting, these authors have expanded 
the definition of such misconduct to include all elements of racially biased policing. In 
developing a guide that is of use to law enforcement executives, they focus on six areas 
in which leadership and strong action is necessary: accountability and supervision; 
policies prohibiting biased policing; recruitment and hiring; education and training; 
minority community outreach; and data collection and analysis. 

 
Goldstein, Herman (1990). Problem-Oriented Policing. Philadelphia, PA: Temple University 
Press. 

One of the classic works of contemporary law enforcement, this volume outlines the 
principles, philosophy, and practices of problem-oriented policing. Reflecting on the 
progress made by policing in the 20th Century and the emergence of policing’s new 
“common wisdoms,” Goldstein discusses the development of problem-oriented policing 
over the last several years, describes its basic components, and expands on issues relating 
to problem identification and analysis and on the development of alternative responses to 
identified problems. Of particular note is his emphasis on changes needed in traditional 
law enforcement management in order to create the supportive organizational 
environment necessary for problem-oriented policing to thrive. 

 
Harris, David (2005). Good Cops: The Case for Preventive Policing. New York, NY: The New 
Press. 

Harris’s work deals with preventive policing: tactics which “focus not on responding to 
crime after it occurs, but on addressing problems that contribute to crime before it 
happens.”  Using interviews, research reviews, and his own observations of successful 
programs, he emphasizes three strategies key to the success of preventive policing: 
community policing, problem-oriented policing, and the effective use of accountability 
mechanisms. His examples of preventive policing offer significant food for thought for 
the contemporary law enforcement executive. 

 
Kerley, Kent R. ((Ed) (2005). Policing and Program Evaluation. Upper saddle River, NJ: 
Pearson Prentice-Hall. 

This edited work provides an introduction to evaluation research and its 
importance in both social sciences and policing, particularly its most common 



reasons for being used: assessing merit and worth of a program; improving 
delivery; developing knowledge in the field; and ensuring oversight and 
accountability. It also provides a number of examples of the application of 
evaluative techniques to specific policing programs and projects. 

 
Moore, Mark H., with Anthony Braga (2003). The “Bottom Line” of Policing: What Citizens 
Should Value (and Measure!) in Police Performance. Washington, DC: Police Executive 
Research Forum. 

Published as a companion to the 2002 PERF publication, Recognizing Value in Policing: 
The Challenge of Measuring Police Performance, this monograph discusses the 
importance of the police role in contemporary society and emphasizes the need to ensure 
the accountability of the police agency to its community. Moore articulates seven 
dimensions along which police performance should be measured: criminal victimization; 
success in calling offenders to account; fear and the subjective sense of security; the level 
of safety and civility in public spaces; fairness and economy in the use of force and 
authority; economy and fairness in the use of public funds; and the quality of police 
service to clients and customers. His concluding tables allow for law enforcement or 
community leaders to identify and prioritize the analytical tools and steps necessary to 
begin this move toward police accountability. 

 
Murphy, Gerard R., and Wexler, Chuck (2004). Managing a Multijurisdictional Case: 
Identifying the Lessons Learned from the Sniper Investigation. Washington, DC: Police 
Executive Research Forum. 

High profile multijurisdictional cases, especially those involving crimes of violence, are 
among the most difficult to manage, coordinate, and solve. Drawing from the experiences 
of administrators and investigators involved in the Beltway Sniper investigation in 
October 2002, this work provides a detailed discussion of the events that occurred over 
that 23-day period and analyzes the critical elements of the case, including the need for 
strong leadership, effective investigation and information management, and on-going and 
coordinated media relations. Each chapter in this volume is replete with lessons learned 
as a result of the case, and its appendices will be of significant benefit to law enforcement 
executives charged with handling such incidents. 

 
Rothwax, Harold J. (1996). Guilty: The Collapse of Criminal Justice. New York, NY: 

Random House.  
Many of today’s criminal justice executives are increasingly frustrated with the 
contradictions of America’s Criminal Justice System, particularly the 
unsuccessful attempt to balance individual rights of the accused with the 
collective protective needs of the society. Judge Rothwax clearly articulates many 
of the concerns about judicial interpretations of the Bill of Rights and suggests 
basic changes to our court’s system which should assure adequate protection of 
individuals while protecting society’s best interests.  
 

Rutchinski,  Laurence J. (2007). Union Influence and Police Expenditures. New York, NY: LFB 
Scholarly Publishing. 

This book provides a detailed analysis of the impact of public sector unions on 



governmental expenditures, specifically examining the influence of police unionization 
generally on total police expenditures and specifically on expenditures for personal 
services, operating expenses, and capital outlay. Putchinski’s study examines all cities in 
Florida with their own police departments and utilized a variety of data sources. In 
finding that police unionization did, in fact, increase overall expenditures, as well as 
expenditures for personal services and for operating expenses, he identifies a variety of 
variables at play and suggests a number of policy and managerial implications for local 
governments and their law enforcement agencies. 

 
Schafer, Joseph A. (2007). Policing 2020: Exploring the Future of Crime, Communities, and 
Policing. Quantico, VA: Federal Bureau of Investigation. 

As a result of a series of courses at the Federal Bureau of Investigation’s National 
Academy, Police Futures International (PFI) was created in 1991 and has fostered a 
forward look into policing. This work, largely a product of PFI and the Futures Working 
Group, a collaborative partnership between PFI ad the FBI, explores a number of specific 
dimensions of policing and how they may change over the next 15 years. Included in 
these dimensions are crime, information technology and management, law enforcement 
communications, the police patrol, intelligence, and investigative functions, emergency 
response planning, human capital, and education and training. 

 
Skolnick, Jerome H., and Bayley, David H. (1986), The New Blue Line: Police 
Innovation in Six American Cities. New York, NY: The Free Press. 

One of the classic works on police innovation and change, this book examines the 
unique institutional character and law enforcement innovations used to cope with 
the urban crime problem in six cities: Detroit, Santa Ana, Houston, Denver, 
Oakland, and Newark, Reflecting on research conducted over the previous two 
decades, the authors focus their discussion on how the philosophy of police 
leadership can shape the direction of innovation; assumptions and experiences 
leading to innovation; requirements of successful innovation; factors and trends 
which can facilitate or impede innovation; and the opportunities for change in the 
future of American law enforcement. 
 

Skolnick, Jerome H., and Fyfe, James J. (1993). Above the Law: Police and the Excessive Use of 
Force. New York, NY: The Free Press. 

Skolnick and Fyfe divide their review of the use of excessive force by police officers into 
three sections: Occasions, in which they describe the circumstances, including incidents 
of vigilante justice, under which brutality occurs; Explanations, in which they explore the 
contribution to brutality of the police culture, organizational structure, and perception by 
the police themselves as soldiers in a war on crime; and Remedies, methods by which use 
of excessive force can be controlled by more effective management practices, by courts, 
and by the public. Their final discussion centers on what they hold to be the most 
important question in the “entire debate” over policing in America: What makes a good 
cop a good cop? 

 
Sparrow, Malcolm K.; Moore, Mark H.; and Kennedy, David M. (1990). Beyond 911: A 
New Era for Policing. New York, NY: Basic Books.  



Over the last several years, the focus of American policing has changed from the 
historic professional model, emphasizing random preventive patrol and controlled 
interaction with citizens, to that of Community Policing, emphasizing a problem 
solving approach and community ownership of their police. Beyond 911 was a 
critical early discussion of the moves in this direction. Focusing on the efforts of a 
variety of cities, the authors identified a prescription for change that would ensure 
adequate progression of the systems, structures, and technologies of the 
contemporary law enforcement work environment.  
 

Weisburd, David, and Braga, Anthony A., Eds. (2006). Police Innovation: Contrasting 
Perspectives. Cambridge, MA: Cambridge University Press. 

In this edited work, Weisburd and Braga have identified eight major innovations which 
have affected American law enforcement in the last 30 years: community policing, 
broken windows policing, problem-oriented policing, pulling levers policing, third-party 
policing, hot spots policing, Compstat, and evidence-based policing. For each of these 
innovations, the editors have chosen an advocate and a critic to debate and discuss its 
strengths and weaknesses, allowing for fuller exploration and analysis of each issue.  

 
Williams, Gerald L.  (1989). Making the Grade: The benefits of Law Enforcement 
Accreditation. Washington, DC: Police Executive Research Forum. 

Taken from the author’s doctoral dissertation, this discussion paper produced by 
the Police Executive Research Forum analyzes information submitted by the first 
42 agencies formally accredited by the Commission on Accreditation for Law 
Enforcement Agencies (CALEA). Williams’ research found significant change 
and substantive improvements among these agencies in three major areas of 
operations (use of deadly force, police pursuits, and evidence handling) and 
supported the importance of successful participation in the national accreditation 
process. 

 
Wilson, James Q. (1983). Thinking About Crime, Revised Edition. New York, NY: Basic 
Books.  

Wilson’s work is a classic series of essays dealing with the essentials of the crime 
issue: crime itself, policing, the criminal justice response, and crime as part of 
America’s culture and an element of public policy. His is a philosophical analysis 
of the issue, with an emphasis on the need for an applied perspective that works, 
for action that speaks louder than words! As he notes, “the common theme of the 
essays that make up this book is that the proper design of public policies require a 
clear and sober understanding of the nature of man and, in particular, of the extent 
to which that nature can be changed by plan. 

 
Wilson, James Q., and Petersilia, Jane, Eds. (2002). Crime: Public Policies for Crime Control. 
Oakland, CA: Institute for Contemporary Studies. 

Effective law enforcement leadership rests upon an understanding of the broader 
community, political, and social issues affecting policy, criminal justice, and the control 
of crime. This anthology allows the executive to explore a number of these critical issues, 
including the impact of families, labor market, schools, and biology on criminal behavior. 



Other chapters deal with gun control, substance abuse policy from a crime-control 
perspective, fair and effective policies, and the value of crime prevention, deterrence, and 
rehabilitation. 
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LEADERSHIP PROGRAM INVENTORY SUMMARY 

Government Entity/Law Enforcement Agency 

Arizona Peace Officer Standards and Training, Leadership Development Program‐Phoenix, AZ 

Australian Institute of Police Management‐Manly, Australia 

Bill Blackwood Law Enforcement Management Institute of Texas‐Huntsville, TX 

Canadian Police College, Leadership Courses‐Ottawa, Canada 

Central Police Training and Development Authority (Centrex)‐England 

Commission on Peace Officer Standards and Training, California‐Sacramento, CA 

Department of Criminal Justice Training, Kentucky Leadership Institute‐Richmond, KY 

Delta Police Department, Leadership Development Training‐Delta, British Columbia, Canada 

Federal Bureau of Investigation‐Quantico, VA 

Federal Law Enforcement Training Center, Law Enforcement Leadership Institute‐Glynco, GA 

Florida Department of Law Enforcement‐Tallahassee, FL 

Georgia Public Safety Training Center‐Forsyth, GA 

Los Angles Police Department, West Point Leadership Program‐Los Angeles, CA 

Massachusetts Police Leadership Institute‐Lowell, MA 

Michigan State Police, Leadership Development‐East Lancing, MI 

National Senior Career Advisory Service‐London, UK 

Nevada Commission on Peace Officer’s Standards and Training‐Carson City, NV 

New York Police Department, Leadership Development Section‐New York, NY 

Oregon Department of Public Safety Standards and Training‐ 

Police Services of Northern Ireland, Core Leadership Development Program‐Belfast, Ireland 



Scottish Police College‐Fife, Scotland 

South Carolina Criminal Justice Academy‐Columbia, SC 

Utah Department of Public Safety, Peace Officer Standards and Training‐Sandy, UT 

Victoria Police Department, Airlie Leadership Development Center‐South Yarra, Victoria, Australia 

Virginia Chiefs of Police Foundation, Institute for Leadership in Changing Times‐Blacksburg, VA 

Warwickshire Police Department, Core Leadership Development Program‐Warwickshire, England 

University/College 

Charles Sturt University, Leadership and Management‐Australia 

Dalhousie University, Certificate in Police Leadership‐Halifax, Nova Scotia, Canada 

John Jay College of Criminal Justice, NY City Police Studies Program‐New York, NY 

Johns Hopkins University, Division of Public Safety Leadership‐Columbia, MD 

Marquette University, Graduate Certificate/Masters in Law Enforcement Leadership‐Milwaukee, WI 

Mercer University, Public Safety Leadership Institute‐Atlanta, GA 

Metropolitan State University, Police Supervision Certificate Program‐St. Paul, MN 

Michigan State University, Police Executive Development Series‐East Lancing, MI 

Michigan State University , Police Union Executive Leadership Program‐East Lancing 

North Carolina State University, Law Enforcement Executive Program‐Raleigh, NC 

Northwestern University Center for Public Safety‐Evanston, IL 

Pennsylvania State University, Police Executive Development Program‐University Park, PA 

Portland State University, Executive Masters in Public Administration‐Portland, OR 

St. Johnʹs University, Master of Professional Studies in Criminal Justice Leadership‐Queens, NY 

Tidewater Community College, Chesapeake Police Leadership Institute‐Tidewater area, VA 



Tunix Community Technical College, Criminal Justice Command Institute‐Bristol, CT 

University of Arkansas System, Criminal Justice Institute, National Center for Rural Law Enforcement‐
Little Rock, AR 

University of Cambridge, Applied Criminology and Police Management‐Cambridge, UK 

University of Central Florida, Graduate Certificate in Police Leadership‐Orlando, FL 

University of Colorado Denver, Masters of Criminal Justice‐Denver, CO 

University of Illinois, Illinois State Police Leadership Forum‐Illinois 

University of Leicester, MSc in Police Leadership and Management‐Leicester, UK 

University of Louisville, Southern Police Institute‐Louisville, KY 

University of North Florida, Institute of Police Technology and Management‐Jacksonville, FL 

University of San Francisco, International Institute of Criminal Justice Leadership‐San Francisco, CA 

University of St. Thomas, Master of Arts in Police Leadership‐St. Paul, MN 

University of Toronto, Police Leadership Program‐Toronto, Canada 

University of Washington Tacoma, Law Enforcement Executive Leadership Certificate‐Tacoma, WA 

University of Wisconsin Madison, Law Enforcement Management Certificate‐Madison, WI 

Washington State University Spokane, Graduate Certificate in Public Service Leadership‐Spokane, WA

Willamette University, Certificate in Public Management‐Salem, OR 

Private Entity 

Barfield and Associates, Leadership Development Program 

Center for Police Leadership‐Pinehurst, NC 

Dodson Training Resources, Inc., Leadership Challenge‐Odessa, TX 

Enlightened Leadership Solutions‐Denver, CO 



Greater Des Moines Leadership Institute‐Des Moines, IA 

International Association of Chiefs of Police, Leadership in Police Organizations Program‐Alexandria, 
VA 

Institute for Law Enforcement Administration‐Plano TX 

Law Enforcement Foundation, Police Executive Leadership College‐Dublin, OH 

Law Enforcement Executive Development Association, (LEEDA)‐West Chester, PA 

National Association of Women Law Enforcement Executives‐Carver, MA 

National Black Police Association, International Leadership Institute‐Washington, DC 

National Center for Women and Policing, Leadership Development Conference‐Arlington, VA 

Police Executive Research Forum, Senior Management Institute for Police‐Washington, DC 

Police Executive Development Series, Michigan Regional Community Policing Institute 

Professional Law Enforcement Seminars, (PLES)‐Pinehurst, NC 

Public Agency Training Council, Leadership and Supervision Courses‐Indianapolis, IN 

The Backup Training Corporation, High Impact Police Leadership 
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To Lead, To Learn, To Leave a Legacy 
Major Cities Chiefs, FBI National Executive Institute 

June 2005 
 

Questions posed to project 
participants: 

LeRoy Baca  
Sheriff, LA County  
No Job is too big & no 
responsibility is too small. 

Cornelius Behan  
Former COP Baltimore  
Always try to do the right 
thing, the right way, for 
the right reasons 

Vince Bevan 
COP, Ottawa 
Information sharing: key 
to law enforcement 
effectiveness 

James Carvino Former 
COP Capitol Police, Boise 
& Racine  
The job isn’t as difficult as 
the people you must deal 
with while performing it 

Richard Cashdollar 
ED Pub Safety, Mobile  
Leadership: common 
sense and understanding 
human nature 

Most important learning 
lessons that shaped your 
leadership journey? 

No specific response Develop values—legal & 
ethical—and actively 
participate in national 
police organizations 

The challenge to put all 
available information into 
the hands of front line 
officers so they can make 
informed decisions 

Select good mentors, be 
active in professional 
organizations & establish 
good networks  

Good mentors; successes 
and the occasional 
failures; people willing to 
delegate and guide 

Operational philosophy or 
managerial mindset that 
helped during crucial time 
in career? 

Dare to be different, no 
fear of criticism, 
transparency regarding 
mistakes, full respect and 
cooperation with media 

Pursue the “pure mission” 
to ensure that decisions 
are devoid of self 
promotion or personal 
gain; transparency 

The solutions to problems 
we face are only limited 
by our imagination 

Chose and write down an 
ethical & moral value 
system focusing on tried 
& true traditional values  

Assume everything will 
become public; trust your 
inner compass; find a 
mentor smarter & wiser 
than you and listen 

Behavior or set of best 
practices that assisted 
development of your 
career? 

Manage from the middle 
down, make personal 
visits, listen to complaints 
and concerns 

Collaborate, involve 
people in decision 
making, encourage risks, 
trust & believe in your 
people 

Led a multi-agency task 
force investigating serial 
murderers; inhibited by 
poor coordination of 
information 

Experience, input from 
mentors & professional 
organizations.   

Be aggressive and 
volunteer to do the hard 
things 

Something you wish you 
had done differently? 

No specific response No, kept his focus on the 
department’s mission, 
new ideas and vision 

Realized that motivation, 
investigative skill and 
dedication are not enough; 
must have an effective 
case management system 

No specific response Been more cognizant of 
opportunities to develop 
talented subordinates; 
develop an organization 
less dependent of the COP 

Action or practice not 
initiated due to media, 
political or governmental 
interference? 

No specific response Tried to hold employees 
accountable for tolerating 
misconduct, but they & 
outsiders saw it as unfair  

No specific response No specific response Race is still a major issue 
in small, southern 
departments.  Actions 
pass through the prism of 
racial interpretation 

Style that enhanced ability 
to deal with politics, 
media, activists or boss in 
achieving goals?  

Create ideas, celebrate 
diverse people & establish 
religious harmony 
throughout the county 

Before accepting COP 
position, made it clear that 
external interference with 
internal police operations 
was unacceptable 

The “3Cs” Coordination, 
Communication & 
Cooperation 

Do what is right and be 
clear that you serve the 
community first, and not 
just any one segment of it 

Being truthful & honest; 
always honoring your 
word; except for issues of 
honor or honesty, pick 
fights carefully 



To Lead, To Learn, To Leave a Legacy 
Major Cities Chiefs, FBI National Executive Institute 

June 2005 
 

Questions posed to project 
participants: 

 Lee Colwell 
Retired Assoc Dir, FBI 
An absolute fidelity to 
public service 

Charles Connolly 
Former Comm, Yonkers 
Leadership is a process 
that causes change and 
growth over time 

Lee Donohue 
Former COP, Honolulu 
Be focused, be honest, 
show you care 

Julian Fantino 
Former COP, Toronto 
I was there 

Sam Gonzales 
Former COP, Oklahoma 
City 
Lessons Learned from the 
OC Bombing 

Most important learning 
lessons that shaped your 
leadership journey? 

Being an astute observer; 
sincerely caring about 
people; reading, reading 
& reading;  

Risk aversion is 
unhealthy; discourage 
individual and 
organizational pessimism 

Rude captain taught him 
to treat others with respect 
& dignity; 

Public trust is of 
paramount importance; 

Exclusively a discussion 
on the Oklahoma City 
Bombing-- No specific 
examples given 

Operational philosophy or 
managerial mindset that 
helped during crucial time 
in career? 

Being well read provides 
options for dealing with 
crisis and encourages 
independent thought 

Anticipate events that 
generate public and media 
criticism and plan your 
response; have a message 
and keep on it 

Stay focused & be honest 
to weather a crisis; admit 
mistakes, correct them, 
move along; have a vision 
& plan to make it reality 

Crisis will not go away on 
its own, it requires 
decisive, determined & 
competent leadership 

No specific response 

Behavior or set of best 
practices that assisted 
development of your 
career? 

Caretaker of institutional 
values; knew its history; 
developed an 
understanding of politics; 
awareness of history 

Don’t settle for the first 
right answer, pursue the 
best one. 

Watched a prior chief 
“play hardball” with city 
administration, he won the 
battle but lost the war 

Maintain a fair, balanced 
& measured response to 
crisis remembering that 
people are watching, 
listening & evaluating 

No specific response 

Something you wish you 
had done differently? 

No specific response Reorganized more; give 
officers an understanding 
of cultural nuances and 
disparities; lessen the “us 
vs. them” mentality 

No specific response No specific response No specific response 

Action or practice not 
initiated due to media, 
political or governmental 
interference? 

There were many, but all 
were of a policy nature 
and therefore not the 
organization’s 
responsibility 

Must address the things 
that cause some officers to 
feel the need to met out 
street justice or perjure 
themselves in court 

No specific response No specific response No specific response 

Style that enhanced ability 
to deal with politics, 
media, activists or boss in 
achieving goals?  

Get involved in resource 
allocation and be 
concerned about return on 
investment of people. 

Establish a good 
relationship with and be 
responsive to the media; 
you are always talking to 
a parade 

Be cooperative & 
supportive of city 
administration while 
remaining apolitical 

Be decisive & don’t 
hesitate to act in the 
absence of instruction 
from city leaders 

No specific response 



To Lead, To Learn, To Leave a Legacy 
Major Cities Chiefs, FBI National Executive Institute 

June 2005 
 

Questions posed to project 
participants: 

 Gil Kerlikowske 
COP Seattle 
Remain true to the 
Compass that guides your 
morality & integrity 

Robert Lunney 
Former COP Edmonton 
Stand by the truth & 
accept responsibility 

Terry Mangan 
Former COP Spokane & 
Bellignham 
A sacred trust 

Patrick McGowan 
Sheriff, Hennepin County 
Honesty, integrity & 
sincerity 

William Oldham 
Chief Deputy, Shelby 
County TN 
Every day is a learning 
experience 

Most important learning 
lessons that shaped your 
leadership journey? 

Read everything & read 
widely; be a student of the 
profession; recognize 
strengths & weaknesses. 

Early in career, developed 
a personal mission 
statement including goals 
& assessment of strengths 
& weakness. 

Mentors who gave him 
challenging opportunities 
and taught him along the 
way. 

Good mentors are 
invaluable; remember it’s 
the office that has the 
power, not the person. 

Varied assignments; 
mentors, outside activities 
& training through FBI 
and Major Cities Chiefs 
Assoc. 

Operational philosophy or 
managerial mindset that 
helped during crucial time 
in career? 

Be flexible, but be true to 
your moral compass; time 
will tell if you are right or 
wrong. 

Think positive; welcome 
change; be mentally tough 
& physically fit; trust 
good people; be 
persistent. 

The “servant” leadership 
style contributes most to 
growth & development—
help them grow and learn 
from their own mistakes.  

Do the right thing and 
explain “why” you’re 
doing it; keep people 
informed; don’t be afraid 
to end a project. 

Do what is right; 
remember you represent  
family first, yourself, and 
then the organization. 

Behavior or set of best 
practices that assisted 
development of your 
career? 

Pay attention to details; 
develop good habits on 
the way up; treat everyone 
with respect. 

Practice continual 
learning; encourage team 
building; practices 
tolerance. 

We will be remembered 
for the way we treated 
others and gave them the 
opportunity to grow to 
their own potential. 

Surround yourself with 
smart people; encourage 
open thinking; look for 
problem solvers; do not 
micro-manage. 

Treat everyone with 
respect; view each day as 
an opportunity to learn;  

Something you wish you 
had done differently? 

No specific response Recognized budget crisis 
sooner—foresight, caution 
& healthy skepticism are 
good leadership qualities; 
compassion has limits, 

No specific response Not a good listener by 
nature, so he actively 
works at listening, asking 
questions & giving people 
time to find the answers. 

No specific response 

Action or practice not 
initiated due to media, 
political or governmental 
interference? 

No specific response Released summary of a 
survey showing poor 
morale; should release full 
survey and relied on 
public to decide. 

No specific response No specific response No specific response 

Style that enhanced ability 
to deal with politics, 
media, activists or boss in 
achieving goals?  

Spend ½ time in office 
and ½ time outside—get 
to know people; you are 
the chief to make change. 

Develop foresight & 
intuition; manage the 
aftermath of every crisis. 

No specific response Pick & choose your 
battles carefully—you 
cannot fight every single 
issue. 

Recognize that views will 
differ and respect those 
differences. 
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Questions posed to project 
participants: 

 Robert Olson 
Former COP Minneapolis 
& Corpus Christi 
Blessed are the 
peacemakers 

Ruben Ortega 
Former COP Salt Lake & 
Phoenix 
So, you want to be a 
police chief 

Ron Palmer 
Former COP Tulsa & 
Portsmouth 
The eight habits of 
creating a legacy 

Paul Pastor 
Sheriff, Pierce County 
WA 
Legatus:  who & what we 
are 

Joseph Polisar 
COP Garden Grove; 
former COP Albuquerque 
Police service is a virtue 

Most important learning 
lessons that shaped your 
leadership journey? 

Attend PERF’s Sr. 
Management Institute; 
personal engagement at 
conferences, reading, and 
listening to other leaders. 

Honing skills from the 
experiences, teachings & 
guidance of mentors; lead 
by example 

Stay current on trends in 
policing; show up 
frequently and internal 
and community events. 

Leadership is all about 
change; exercise vision: 
anticipate the future, set a 
direction and see that it is 
implemented. 

Learned from father the 
virtue of public service; 
pick the best people to be 
FTOs; education and 
reading. 

Operational philosophy or 
managerial mindset that 
helped during crucial time 
in career? 

Good leadership 
occasionally results in 
conflict & requires risk; 
make good business 
decisions, not personal 
ones. 

Participatory management 
style; communicate 
expectations clearly and 
enforce them; 

Be consistent and 
predictable; expect the 
race card to be played. 

We do more than strive to 
deliver safety, we provide 
the platform to pursue a 
more just society. 

Always take the high 
road; never speak or write 
when upset; strategic 
plans help everyone & 
give the city focus. 

Behavior or set of best 
practices that assisted 
development of your 
career? 

Learned that people will 
support you when you 
make a “good faith” 
mistake; learned 
importance of auditing. 

Keep political leaders 
informed of major events 
and problematic issues 

Have an ego, but keep it 
proportionate to the job;. 

Ego cannot eclipse our 
mission to serve the 
community and our 
personnel. 

Pick good mentors and 
pick them wisely. 

Something you wish you 
had done differently? 

Don’t stay too long—8, 9 
or 10 years in the same 
job is plenty & it’s time 
for a fresh approach. 

Include critics on 
community advisory 
boards 

Sell the changes you 
expect to make, close the 
sale as quickly as 
possible. 

“Hire” a good boss; 
always get a contract; it is 
dangerous to become 
more popular than your 
boss. 

Don’t move too quickly 
on labor issues; good 
labor relations is a 
constant challenge; you 
must take the initiative. 

Action or practice not 
initiated due to media, 
political or governmental 
interference? 

Wait for the right time to 
make controversial 
decisions; the chief can be 
an “out” for politicians. 

No specific response No specific response No specific response Sergeants can’t be 1st line 
supervisors and mid-
managers simultaneously; 
should have addressed the 
problem sooner. 

Style that enhanced ability 
to deal with politics, 
media, activists or boss in 
achieving goals?  

Always take the high 
road, even when it hurts; 
don’t carry grudges; be 
collaborative; patience is a 
virtue. 

You can’t “need” the job; 
realize that opposition to 
change is a formidable 
foe; don’t worry too much 
about no confidence votes 

Take responsibility when 
it’s yours; be a team 
player when it comes to 
budgeting. 

Pursuing change is not 
limited to the agency, it 
includes our communities 
and profession as well. 

There is no right way to 
do the wrong thing;. 
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Questions posed to project 
participants: 

Matt Rodriguez 
Former Sup Chicago 
Learn & adapt from the 
best 

Fred Taylor 
Former Dir Metro-Dade 
Balanced/shared 
leadership 

John Timoney 
COP Miami; former 
Comm Philadelphia 
Credibility is everything 

Thomas Wells 
Former Colonel, Alabama 
Dept of Public Safety 
Executive’s role: care & 
feeding of the troops 

 

Most important learning 
lessons that shaped your 
leadership journey? 

Watch & learn from the 
best and then from the 
best of the rest; (good 
section on the evolution of 
law enforcement). 

As a sergeant, tasked with 
identifying 3 prominent Lt 
leadership styles—
invisible, I got it, & 
shared. 

Take time to train future 
leaders; confront bad 
news head on and actively 
manage the issue. 

Successful leadership is 
founded in character, 
morality, integrity, 
honesty, patriotism & 
good citizenship. 

 

Operational philosophy or 
managerial mindset that 
helped during crucial time 
in career? 

Avoid a parochial 
perspective; be well read 
and well informed; the 
Major Cities Chiefs forum 
is invaluable. 

Match leaders with the 
group(s) they are leading. 

Create a positive work 
atmosphere; encourage 
creativity, initiative & 
risk-taking; be bold with 
controversial plans. 

You have to understand 
an agency’s legacy to lead 
it; be honest & genuine; 
be courageous with 
convictions. 

 

Behavior or set of best 
practices that assisted 
development of your 
career? 

Learn to see things 
conceptually—step back 
& look at where you were, 
where you are & where 
you’re going. 

Democratic leadership; 
good interpersonal skills, 
firm but fair. 

Delegate; act & behave 
ethically; keep your door 
open. 

Identify the agency’s 
unique mission and the 
executive’s role. 

 

Something you wish you 
had done differently? 

No specific response No specific response No specific response No specific response  

Action or practice not 
initiated due to media, 
political or governmental 
interference? 

No specific response No specific response No specific response No specific response  

Style that enhanced ability 
to deal with politics, 
media, activists or boss in 
achieving goals?  

No specific response No specific response Never lie to the press; 
have a clear vision; rely 
on gut instinct. 

Communicate often & 
well with officers, 
community & governing 
body. 
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Summary 
 
Twenty-four Chiefs and Sheriffs were presented with six specific questions regarding leadership 
and leaving a legacy.  The attached matrix reflects their responses to each question as well as 
their general thoughts on the issues.  In reviewing this very interesting document, there was 
strong consensus in the following areas: 
 

1. Law enforcement leaders must be active participants in professional organizations. 
2. Mentoring is a crucial development tool. 
3. Leadership and management values must be selected carefully and refer to often. 
4. Organizational transparency is critical in maintaining credibility with employees, the 

community and the political structure.  
5. Good leaders must encourage and support a reasonable level of risk taking.  
6. Leaders must stay in touch personally with front line operations. 
7. Law enforcement leaders must be team players at budget time. 
8. Most chiefs have to deal with one or more high profile corruption events during their 

tenure.  Most often it involves corrupt officers, but occasionally other government 
officials are involved.  

9. The lack of sustained police leadership in major American cities is a serious concern.  
Many of the respondents called for, “…a plan mapping out the strategy, coordination, 
political acumen, communication and persistent desire needed to establish an acceptable 
process of sustaining good police chiefs by those making the selections.” 

 
 
 
 
Dan Koenig 
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Executive Summary 
 

Internet Based Needs Assessment: 
Obtaining Input on Priorities for Core Competencies 

 
 
 

In a democratic society, the police are charged with securing both the safety and the 
rights of their citizenry. To do so effectively, the men and women who take on this responsibility 
must receive the most comprehensive training available. The job of law enforcement today is 
much different than it was in years past. The events of 9/11, increasing cultural diversity in 
America, and the influx of modern technology, have drastically changed the duties officers must 
perform, as well as our duty to equip them with the necessary tools. 

With the growth of large scale criminal networks and terrorist operations, and the 
continual advancements in modern day technology, it is imperative that officers receive the 
training and support necessary to fight these new battles, while protecting the civil liberties of 
each and every citizen.  

We must prepare those stepping forward to lead policing organizations with the critical 
thinking, planning skills, and ethic policing approaches needed to guide the organization through 
both everyday police situations and possible large-scale catastrophic incidents. We must also 
prepare law enforcement leaders to instill the proper values and principles in decision-making 
throughout their departments so that the organizational culture of the agency is transformed, as 
well as the individual. 

The Bureau of Justice Assistance (BJA) funded the Law Enforcement Leadership 
Initiative (LELI). The LELI was funded to develop national competencies that can be used to 
select, train, promote, and develop effective law enforcement leaders in the United States. Two 
critical goals for LELI are to (1) obtain support for adopting national core competencies for law 
enforcement leadership, and (2) to develop materials that can be disseminated and integrated into 
training and leadership development processes. 

Core competencies are made up of knowledge, skills, and abilities that are needed by 
effective law enforcement leaders in the United States. In addition, elements of personal 
character will be defined that promote ethical conduct and support policing consistent with 
principles embodied in the Constitution. Core competencies are not a rigid blueprint. Instead, 
they are a framework for developing local, State, and Federal level strategies for strengthening 
law enforcement leadership.  

 This needs assessment work was designed to obtain input from current leaders 
responsible for law enforcement in communities to include City Managers and Mayors as well as 
Sheriffs and Chiefs of Police. The primary goals for this needs assessment were: 
 

 Establish a wide ranging list of concise statements of knowledge, skills, abilities 
and demonstrations of character. 

 
 Assure those statements can be understood and rated on a scale of priority. 
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 Identify high priority knowledge, skills, abilities and character to be explored in 
more detail by a focus group of chiefs, sheriffs, city managers, and mayors. 

 
 Identify high priority items knowledge, skills, ability, and character that can be 

used by a Steering Committee work group to identify an over-arching set of core 
competencies. 
 

Needs assessment information was conducted from February 1, 2007, to March 30, 2007. 
The questionnaire was distributed to four groups of professionals: police chiefs, sheriffs, city 
managers and mayors. Listed below are the total respondents for major categories of persons 
who completed the needs assessment: 

• Chiefs of Police    319 
• Sheriffs     279 
• City Managers    208 
• Mayors      55 
• State Police Directors/Superintendents  34 

 
This report contains more detailed results about input received from completed 

questionnaires based on agency size and for each of these groups of respondents. The scores on 
the relative importance of core competencies provided some overall results that should be taken 
into account when developing selection, promotion, and training plans. Conclusions that can be 
drawn from that information are: 

 
• Ethics and integrity are critical issues. Leaders are role models. They are counted 

upon to exemplify the highest level of ethics and personal integrity. The 
fundamental credibility of law enforcement is shaped by the conduct of its 
leaders. 

  
• Some important topics were not highly rated. Answers to questions in the needs 

assessment reflect the state of the art in law enforcement leadership. Those 
answers suggested that strategic planning, deployment of personnel, and 
management of workload was not highly rated. More work needs to be done to 
determine if some managerial skills and knowledge are fundamental to 
developing effective leadership. 

 
• Size of agency does not seem to matter. Despite conventional wisdom, a 

statistically valid sample of law enforcement agencies resulted in results that 
clearly show that leadership core competencies are fundamental to all law 
enforcement agencies. 

 
• Elected sheriffs had priorities that were comparable to those of chiefs of police. 

This information suggests that promoting core competencies can generate service 
to the public that people will support at election time. Only topics related to jails 
were different for sheriffs compared to chiefs of police.  
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• Elements of progressive policing methods ranked highly. Elements of community 
policing and problem-solving were highly rated. Community partnerships are 
fundamental to effective leadership. City managers and mayors expect law 
enforcement leaders to be critical thinkers and problem-solvers.  

 
• Training alone can not impart all of the core competencies. Just sending staff to 

leadership training will not be enough to provide them with the top-rated core 
competencies. A more comprehensive approach is needed that blends training, 
mentoring, coaching, evaluation, and other elements of career development. 

 
This kind of project should be an ongoing effort to collect information about the views of 

current leaders about law enforcement core competencies. The process of distributing this 
questionnaire identified some important issues that need to be addressed when the field attempts 
to put national core competencies to work in communities. 
 
 

• Mayors are not sure of their role in promoting law enforcement leadership. The 
response rate from mayors was disappointing. Mayors participate in many 
communities in the recruitment, hiring, and evaluation, and dismissal of chiefs of 
police. Mayors also must address crime problems in many cities so they should 
have an interest in law enforcement leadership.  

 
• City/County Managers have a vested interest in law enforcement leadership 

issues. In communities that have a city manager form of government, the quality 
of law enforcement is the responsibility of the city manager who usually plays a 
major role in the hiring and evaluation of chiefs of police.  

 
• Chiefs and sheriffs may not be in the best position to lead long-term leadership 

development efforts because of their often short tenure in their jobs. City 
managers and mayors who are the chief executives of local governments have 
much longer terms in their jobs and are in a better position to promote long-term 
change. 

 
• There is no useful database of e-mail addresses for sheriffs, chiefs, city managers 

and mayors. The Department of Justice would greatly benefit from developing an 
internet-based assessment process that could be used for getting input on a range 
of issues such as promoting core competencies for law enforcement leadership. 

 
• Internet questionnaires were an effective tool for getting input from chiefs and 

sheriffs on leadership issues. The pretest and subsequent results of the needs 
assessment showed that these leaders answered needs assessment questions 
themselves. There was some concern that top level law enforcement managers 
would delegate the completion of the needs assessment to subordinates. Overall, 
that did not happen given the high percentage of chiefs and sheriffs who 
completed the questionnaire. 
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Needs Assessment: 
Obtaining Input on Priorities for Core Competencies 

 
 
 

PROJECT OVERVIEW 
 

In a democratic society, the police are charged with securing both the safety and the 
rights of their citizenry. To do so effectively, the men and women who take on this responsibility 
must receive the most comprehensive training available. The job of law enforcement today is 
much different than it was in years past. The events of 9/11, increasing cultural diversity in 
America, and the influx of modern technology, have drastically changed the duties officers must 
perform, as well as our duty to equip them with the necessary tools. 

As of the summer of 2004, the Department of Justice’s Civil Rights Division was 
engaged in over 50 investigations, agreements, and/or consent decrees related to law 
enforcement and patterns and practice of abuse. At the same time, however, crime rates have 
reached a 30-year low–a downward trend that must be held steady.  

With the growth of large scale criminal networks and terrorist operations, and the 
continual advancements in modern day technology, it is imperative that officers receive the 
training and support necessary to fight these new battles, while protecting the civil liberties of 
each and every citizen. Because of the new and increasingly dangerous situations officers 
encounter, law enforcement leadership must also be trained in how to lead other officers as they 
are promoted through the ranks.  

We must prepare those stepping forward to lead policing organizations with the critical 
thinking, planning skills, and ethic policing approaches needed to guide the organization through 
both everyday police situations and possible large-scale catastrophic incidents. We must also 
prepare law enforcement leaders to instill the proper values and principles in decision-making 
throughout their departments so that the organizational culture of the agency is transformed, as 
well as the individual. 

The BJA funded the LELI to develop national competencies that can be used to select, 
train, promote and develop effective law enforcement leaders in the United States. Two critical 
goals for LELI are to (1) obtain support for adopting national core competencies for law 
enforcement leadership, and (2) to develop materials that can be disseminated and integrated into 
training and leadership development processes. 

Core competencies are made up of knowledge, skills and abilities that are needed by 
effective law enforcement leaders in the United States. Appendix A contains definitions for these 
terms that were approved by the Steering Committee created for this project. In addition, 
elements of personal character will be defined that promote ethical conduct and support policing 
consistent with principles embodied in the Constitution.  

 
National competencies for law enforcement leadership can be applied from entry-level 

officers through senior executives. These competencies will identify the core knowledge that 
must be taught to adequately prepare an officer for his or her role in the law enforcement 
organization. The objective is to deliver competencies developed with and endorsed by key law 
enforcement organizations to local, State, Federal, private, and academic organizations that 
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provide law enforcement training. These competencies will reflect core values and principles 
including integrity, effective communication, understanding of social context, problem solving in 
multi-cultural settings, critical thinking, and commitment to the principles embodied in the 
Constitution.  

The proposed competencies would serve as a framework of the areas and concepts in 
which all officers of the targeted level should be trained. All officers must have in-depth training 
in certain areas, such as constitutional law, self preservation, use of force, and community 
policing The developed competencies will describe what information an officer should be 
exposed in each of these areas. However, the competencies will not direct how the information 
should be disseminated and curricula development is left to municipalities, counties and States. 

 
 

NEEDS ASSESSMENT GOALS 
 
 This needs assessment work was designed to obtain input from current leaders 
responsible for law enforcement in communities to include city managers and mayors as well as 
sheriffs and chiefs of police. These policy makers and chief executives have significant influence 
over the quality of law enforcement leadership. They develop, approve, and administer budgets 
that define the level of effort for staff development efforts. They are responsible for establishing 
human resource management practices that can promote the development of effective law 
enforcement leaders. Input from these four groups will be critical to developing core 
competencies that will actually be adopted in communities. 

Information collected through this needs assessment was used as the foundation for 
developing law enforcement core competencies. The primary goals for this needs assessment 
were to: 
 

 Establish a wide ranging list of concise statements of knowledge, skills, abilities, 
and demonstrations of character. 

 
 Assure those statements can be understood and rated on a scale of priority. 

 
 Identify high priority knowledge, skills, abilities, and character to be explored in 

more detail by a focus group of chiefs, sheriffs, city managers, and mayors. 
 

 Identify high priority items knowledge, skills, ability, and character that can be 
used by a Steering Committee work group to identify an overarching set of core 
competencies. 

This work was not intended as a survey yielding data that would be used to reach conclusions 
that are statistically significant. We were not searching for data on cause and effect relationships, 
for example, between core competencies and outcomes. Instead, the purpose of the needs 
assessment was to provide nearly 1,000 incumbent leaders an opportunity to offer input into the 
process of prioritizing core competencies identified by the LELI project team.  

The remainder of this report will describe data collection methods to include the 
development of an inventory of items to be rated. Sampling methods are described along with the 
information collected as a result of the needs assessment. That information is then analyzed to 
identify priorities that will shape the remainder of the process for developing core competencies. 
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DATA COLLECTION 
 
 

FirstPic, Inc. engaged the Police Executive Research Forum (PERF) to help use the 
Internet to obtain input from chiefs of police, sheriffs, city managers, and mayors, This 
information was collected from February to March of 2007. PERF collected input from chiefs, 
sheriffs, city managers, and mayors through a confidential secured Web page on their views 
about the core knowledge that must be taught to adequately prepare an officer for a leadership 
role. Priorities identified in this assessment can be used to assess current training and 
development efforts. Data from mayors and city managers provide an assessment of their 
professional expectations regarding the knowledge, skills and abilities they are looking for in law 
enforcement leaders. The police leadership needs assessment questions were developed by 
FirstPic and its consultants. The process of creating the instrument occurred in several stages.  

 

• First, to guide the content development of the questions, 
FirstPicPic conducted a thorough review of the literature on police 
leadership. Items identified from the literature review as important 
were candidates for inclusion in the questionnaire.  

• Next, FirstPic had a technical advisory group review the items for 
content validity. Attention was also paid to both form and content.  

• In the final stage, PERF sent the draft needs assessment to 19 
agencies for pilot testing and obtained feedback on the instrument 
that was used to refine survey effectiveness.  

PERF staff conducted cognitive phone interviews with each of the 19 respondents. 
Particular attention was paid to determining whether questionnaire items were perceived by the 
respondents as intended. That is, we explicitly focused on the cognitive processes that 
respondents use to answer questions, including covert processes that are normally hidden, as well 
as overt, observable ones. Comments were also solicited on the length of the questionnaire to 
assure that only modest amounts of time are needed to complete it, adequate content 
representation, and ease of completion. The pretest revealed: 

 

• Questions were easy to complete and were well laid out. 

• Chiefs and sheriffs would themselves take the time to complete it. 

• Suggestions for additional topics. 

• Suggestions for promoting a good response. 

• Helpful suggestions for improving instructions. 

 

Based upon the above stages of development, PERF revised the questionnaire instrument. 
The questionnaire was then converted into Teleform, which is a software application owned by 
PERF used to produce scan-readable questionnaires and an Internet-based option for responding 
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to the questionnaire. The questionnaire instrument took about 10 to 15 minutes to complete, and 
is included in Appendix B.  

 
 

Sampling Procedures 
 
PERF contracted with Tailored Statistical Solutions, LLC (TSS) to draw a stratified 

nationally representative sample of municipal, county, and State law enforcement agencies (both 
police chiefs and sheriffs). A summary of the sampling procedure used is contained in Appendix 
C. The chief/sheriff sample was representative of all chiefs and sheriffs in the United States 
based upon a complete list of all such personnel and corresponding statistical weights, and a 
good response rate (over 60 percent) based upon multiple response modalities (hard copy mail, 
email, fax, and telephone follow-up).  

The process for distributing the questionnaire city managers and mayors was shaped by 
the fact thatthe same type of complete national list and address for city manager and mayor was 
not available. Instead, we had to rely on membership lists from the International City/County 
Management Association (ICMA) and U.S. Conference of Mayors. Both organizations provided 
only email addresses for the city managers and mayors.  

 
 

Questionnaire Distribution 
 
Needs assessment was conducted from February 1, 2007 to March 30, 2007. The 

questionnaire was distributed to four groups of professionals: police chiefs, sheriffs, city 
managers and mayors. PERF used a traditional distribution plan for the chief/sheriff version of 
the questionnaire and, in turn, received a good response rate. Two waves of questionnaires were 
sent to each chief and sheriff in our sample followed by a reminder letter to complete the 
questionnaires. 

 
The questionnaire went to 1,024 chiefs/sheriffs and we received completed 

questionnaires from 623 chiefs/sheriffs (resulting in a 60.8 percent response rate). Of these 623 
questionnaires, 396 were received by mail, 146 via the Internet and 81 via facsimile. 

For the city manager sample, we distributed two waves of questionnaires via email and a 
third wave was sent to departments with 300 or more officers and 500,000 or more residents in 
their service population. We received 208 questionnaires from city managers. Of these 208 
questionnaires, 197 were received via the Internet and 11 by facsimile.  

For the mayor sample, we distributed three waves of questionnaires via email (no 
reminder letters were sent). We received a list of 1,222 mayors from the U.S. Conference of 
Mayors. However, the list only included 889 email addresses and, of these, 151 were not current 
or were incorrect (emails bounced back as undeliverable). For this reason, the denominator was 
determined to be 738 (889 – 151 = 738). We received 55 questionnaires of the 738 
questionnaires that were sent, resulting in a 7.5 percent response rate. Of these 55, 42 were 
submitted via the Internet and 13 by facsimile; we received two refusals. 

In an effort to improve the quality of the data, staff reviewed questionnaires upon receipt. 
Any missing or questionable information was flagged for follow-up and a trained PERF research 
assistant called each respondent to clarify these data points. For all questionnaires flagged for 
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follow-up, PERF project staff contacted the responding individual to obtain the needed 
information (e.g., missing information or clarification of responses). These phone calls were 
conducted as soon as possible following PERF receipt of the questionnaires so that the 
information and questionnaire were still fresh in the respondents’ memories.  

Data cleaning began upon receipt of each questionnaire involving a thorough item-by-
item review to make sure that all items have been completed and appear to be within reasonable 
parameters. However, the data was also subjected to rigorous automated data cleaning 
procedures in SPSS. 

 

Profiles of Respondents 
 

 Major actors in the field of law enforcement leadership were well represented among 
respondents except for mayors. Mayors who sometimes run for office to deal with community 
crime problems did not for some reason respond to the questionnaire. More city managers 
completed the survey. City managers play a major role in the budget process and in dealing with 
community problems that impact safety and quality of life in a community. Listed below are the 
total respondents for major categories of persons who completed the needs assessment: 
 

• Chiefs of Police    319 
• Sheriffs     279 
• City Managers    208 
• Mayors      55 
• State Police Directors/Superintendents  34 

 
 The questionnaire contained six questions that asked mayors, city managers, and 
chiefs/sheriffs to describe their agencies, as well as themselves.  

 
 Q1: How many full-time sworn law enforcement personnel are there in your 

(community’s) law enforcement agency? 
 Q2: What is the term of employment for your current position? 
 Q3: What is your age? 
 Q4: What is your gender? 
 Q5: How many years have you held your current position? 
 Q6: How many years of experience did you have as a chief executive prior to obtaining 

your current position? 
 

 In general, there were no major differences by type of law enforcement executive. In 
cases, where there were major differences we present them in the main text of the report.  
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Size of agency 
 

As expected, the smallest agencies represented the largest part of the law enforcement 
sample, given their predominance among the 18,000 or so law enforcement agencies in the 
United States.1  
 

• According to responses by mayors they represented agencies with the following 
full-time sworn law enforcement personnel. 

 
o 1000+ (4 percent). 
o 501-1000 (4 percent) 
o 301-500 (9 percent) 
o 101-300 (35 percent) 
o 51-100 (43 percent), 
o 1-50 (5 percent) 

 
• The majority of city manager respondents represented more of the smallest 

agencies measured in terms of full time sworn law enforcement personnel. 
 

o 301+ (3 percent).  
o 101-300 (11 percent)  
o 51-100 (24 percent) 
o 1-50 (62 percent) 

 
• The majority of sheriff and chief respondents (hereinafter referred to as law 

enforcement executives) represented an even larger number of the smallest 
agencies measured in terms of full time law enforcement personnel. 

 
o 301+ (3 percent)  
o 101-300 (5 percent)  
o 51-100 (8 percent) 
o 1-50 (84 percent) 

 
These results show that the well over three quarters of the chiefs and sheriffs responding 

came from agencies under 50 sworn personnel. While few majors provided responses, those that 
did represented much larger communities. City managers were in the middle of that range with 
about two thirds coming from small agencies. These differences may manifest themselves in the 
opinions of these three groups when they provided information for the needs assessment. 

 
Term of Appointment 

 
It was not surprising that the majority (89 percent) of mayors indicated that they were 

elected (similar to the sheriffs discussed below) while 9 percent worked at an at-will basis and 2 

                                                 
1 This does not preclude us from discussing the results of the larger agencies, for as discussed earlier our team 
oversampled the larger agencies and collected information to allow us to appropriately weight the data. 
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percent were other. The sheriff respondents indicated that 92 percent were elected into their 
current positions, while 7 percent were in their position at an at-will basis.  

 
An important implication for leadership and for the importance of this issue was the 

significant number of city managers and police chiefs serve on an at-will basis with no 
employment security of any kind. Decisions they make about public safety or police issues could 
lead to their dismissal so they may be more susceptible to political pressure rather risk their jobs 
to implement best practices. 

 
• Approximately 48 percent of the city manager respondents indicated that they 

serve in their current positions under contract, while 46 percent worked at an at-
will basis (similar to the chiefs discussed below).  

 
• On the other hand, approximately 55 percent of the chief respondents indicated 

that they serve in their current positions on an at-will basis, while 21 percent had 
other reasons and 11 percent were civil service employees.  

 
This result suggests that these two key leadership positions have less protection when 

attempting to support changes or maintain ethical standards of conduct in their agencies. Their 
decisions may cost them their jobs. This means that these individuals may be less willing to 
exercise leadership unless they have strong political support in their communities. 

 
Age, Gender and Tenure 

 
Of all the mayor respondents, (41 percent) were over the age of 60; others reported being 

51-60 years of age (35 percent) or 41-50 years old (22 percent) (See chart below). Half of all the 
city manager respondents reported that they were between the ages of 51-60 years old. Most 
other city managers reported that they were 31-50 years old (31-40- 13 percent; 41-50- 23 
percent). Most of the chiefs/sheriffs were between 31-60 years old (31-40 – 17 percent, 41-50 – 
32 percent, and 51-60 – 41 percent). 

The majority of mayoral respondents were male (76 percent), while 24 percent were 
female. However, even fewer city managers were female (approximately 7 percent). Also, only 2 
percent of all the sheriffs and chiefs in our sample were female. 
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City managers - age

0% 13%

23%

50%

14%

Under 30 years old
31-40 years old
41-50 years old
51-60 years old
Over 60 years old

Mayors - age

2%

22%

35%

41%

31-40 years old
41-50 years old
51-60 years old
Over 60 years old

Chiefs-Sheriffs - Age

6%

17%

32%

41%

4%

Under 30 years old
31-40 years old
41-50 years old
51-60 years old
Over 60 years old

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



12 
 

Mayors - years in current position

2%

41%

20%

11%

26%

Less than 1 year
1-3 years
4-6 years
7-10 years
More than 10 years

City managers - years in current position

8%

34%

19%

14%

25%

Less than 1 year
1-3 years
4-6 years
7-10 years
More than 10 years

Mayoral respondents have been in their current positions 1 to 3 years (41 percent), more 
than 10 years (26 percent) or 4 to 6 years (20 percent) (See chart below). The majority of city 
manager and law enforcement executive respondents have been in their current positions for a 
similar number of years as the mayors. That is, 1 to 3 years (34 percent), more than 10 years (25 
percent) or 4 to 6 years (19 percent) for city managers. The majority of sheriff/chief respondents 
have been in the current positions 1 to 3 years (28 percent), more than 10 years (22 percent) or 4 
to 6 years (17 percent).  
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Chiefs-Sheriffs - Years in current position

12%

28%

21%

17%

22%

Less than 1 year
1-3 years
4-6 years
7-10 years
More than 10 years

Mayors - years of experience

33%

2%

9%
4%11%

41% None
Less than a year
1-3 years
4-6 years
7-10 years
More than 10 years

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Previous experience 
 

Mayoral respondents indicated that they had more than 10 years of previous experience 
as a chief executive (41 percent), had no previous experience (33 percent), had 7-10 years of 
previous experience (11  percent), or 1 to3 (9 percent) years of previous experience.  

The majority of city manager respondents had more than 10 years of previous experience 
as a chief executive (40 percent), had no previous experience (19 percent), and 16  percent had 4 
to6 years of previous experience or 7 to10 (13 percent) years of previous experience.  

Slightly more than half of the chief/sheriff respondents had no previous experience as a 
chief executive (44 percent), had less than 1 (9 percent) year of previous experience or 1 to 3 (14 
percent) years of previous experience prior to their current posting; approximately 13 percent of 
the respondents had more than 10 years of previous experience. 

One of the implications of these results is that mayors and city managers had much 
longer with more than 50 percent having more than 7 years of experience. By contrast, 53 
percent of chiefs and sheriffs had less than 1 year experience in their job. This lack of tenure may 
limit the ability of chiefs and sheriffs to implement comprehensive, long-term plans for 
promoting law enforcement leadership.  
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City managers - years of experience

19%

3%

9%

16%
13%

40%
None
Less than a year
1-3 years
4-6 years
7-10 years
More than 10 years

Chiefs-Sheriffs - Years of experience

44%

9%
14%

13%

7%

13%

None
Less than a year
1-3 years
4-6 years
7-10 years
More than 10 years
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RESULTS 
 
 

 In this section we review responses to the questionnaire. The questionnaire contained a 
series of items designed to measure competencies that have been suggested for an individual to 
be an ethical and effective leader in law enforcement. Mayors, city managers, sheriffs and chiefs 
were asked to use a 4-item Likert scale (1-not important, 2-less important, 3-very important, and 
4-essential) to rate the importance of various attributes within three genres of law enforcement 
leadership: knowledge, skills, and abilities. 
 
 

Responses by Role 
 

The three graphs that follow compare the views of city managers, mayors, and all law 
enforcement respondents on essential (average score of 3 for all respondents (dimensions of 
knowledge, skills, and abilities. Appendix D contains all the data on responses to questions about 
knowledge, skills, and abilities. While there consistency in the overall responses, there were 
several clear differences among these three groups. 

 
 
• Chiefs and sheriffs seem to be more concerned about State legislation and its 

impact on law enforcement.  
 
• The small number of mayors who responded consistently placed more 

importance on knowledge about crime reduction and safety issues than did 
chiefs and sheriffs. 

 
• There was consensus on the highest-rated knowledge topic among all three 

groups of respondents which was standards for ethical conduct. 
 
• Chiefs and sheriffs thought it was more important for law enforcement leaders 

to have skills that will help them find financial resources. 
 
• Mayors gave more priority to skills that improve services like strategic 

planning, setting goals and objectives, and managing organizational culture. 
 
• City managers and mayors placed more importance on skills that are needed 

to develop subordinates than did chiefs and sheriffs. 
 
• There was close agreement on the part of all three groups on the highest rated 

abilities. 
 
• There was also agreement that working long hours was not as important as 

having the right knowledge, skills, and abilities to serve as a law enforcement 
leader. 
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• One of the clear results of the assessment was that knowledge and abilities 
related to ethical conduct and good character were highly rated by 
respondents. 

 
• Critical thinking and ability to solve problems were the highly as well. 
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Rating Of Essential Knowledge by Role

3.0 3.2 3.4 3.6 3.8 4.0

Standards for ethical conduct

Promote compliance with policies and procedures

Current law enforcement program and strategies

Effective organizational structure management practices

Investigation of citizen complaints

Budgeting and financial management

Effective training programs and activities for subordinates

Strategic plan development

Applicable Federal, state, and local laws and regulations

Crime management strategies

Major event management

Agency program evaluation

Recruitment practices

Employee performance appraisal systems

Labor agreement administration

Property crime prevention strategies

Technology

School safety strategies

Violence reduction strategies

Juvenile crime and victimization

Chief/Sheriffs City Manager Mayor Average
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Rating of Essential Skills By Role

3.0 3.2 3.4 3.6 3.8 4.0

Effective listening skills

Solve problems

Communicate in writing and
orally

Establish goals and objectives

Implement organizational
change

Maintain an effective
disciplinary system

Develop community
partnerships

Work with the political
structure

Manage and review use-of-
force incidents

Effective public speaking

Implement strategic plans

Work with culturally diverse
communities

Manage the organization's
culture

Work with the media

Supervise subordinates

Manage high-risk functions
and events

Develop criminal justice
system partnerships

Manage personal and staff
time

Evaluate work processes

Work with employee groups

Plan for organizational
succession

Develop performance
measures

Chief/Sheriffs City Manager Mayor Average  
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Ratings Of Essential Abilities By Role

3.0 3.2 3.4 3.6 3.8 4.0

Maintain personal integrity

Promote integrity, honesty, and ethical conduct

Accept responsiblity

Build community confidence and trust

Maintain external credibility

Maintain internal credibility

Maintain perception of fairness

Be decisive

Use of critical thinking

Promote teamwork

Anticipate and plan for potential problems

Motivate first line supervisors

Mentor and develop key subordinates

Solicit feedback and constructive criticism

Be creative and generate new ideas

Motivate front line employees

Promote creativity and imagination

Assess situations and take calculated risks

Chief/Sheriffs City Manager Mayor Average
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Law Enforcement Agency Responses 
 
 The next step in analyzing results of the assessment was to determine if there are any 
differences in responses among agencies of different sizes or among chief’s, sheriffs, or State 
agencies. These distinctions are important because it different core competencies for these 
groups would be useful in tailoring leadership development efforts to different types of agencies. 
 The next three graphics compare knowledge, skill and abilities by type of agency. Each 
line in the round graphs represents the average answers for each group in rating each core 
competency (1-not important, 2-less important, 3-very important, and 4-essential). In most cases, 
differences were clearly tied to different roles played by these agencies. Several conclusions can 
be drawn about data by law enforcement agency type. 
 
 

• The fit between the three lines in the graph on knowledge shows 
that there is close agreement on the relative importance of 
knowledge core competencies among sheriffs, chiefs, and State 
police agencies. 

 
• Obvious differences are where lines diverge in knowledge that 

represents core competencies related to custody and jail issues 
matched the role of sheriffs. 

 
• Similarly, State police agencies rated knowledge of managing 

traffic collision problems and knowledge of State legislation higher 
than did chiefs and sheriffs.  

 
• State police rated knowledge of juvenile issues and property crime 

reduction lower than did chiefs and sheriffs. 
 
• There was very little difference based on agency type in ratings of 

skills and abilities needed by law enforcement leaders. 
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Knowledge By Agency Type

0.0 0.5 1.0 1.5 2.0 2.5 3.0 3.5 4.0 4.5

Budget/Finance

Strategic Planning

New Programs

New Research

Program Evaluation

Compliance

Statisitcs

Patrol Workload

Patrol Scheduling

Design Patrol Areas

Detective Workload

Forensics

Jail Management

Inmate Control

Alternatives to Incarceration

Labor Negotiation

Labor Contracts

Technology

Major Events

Terrorism

Public Health

Immigration

Social Order

Ethical Conduct

Property Crime

Law

Develop Subordinates

Recruitment

Org Structure

Performance Appraisal

Crime Management

Traffic Collisions

Drug Abuse

Violence

Gangs

School Safety

Juvenile Problems

Missing Children

Offender Management

Community Development

State Legislation

Citizen Complaints

Sheriffs Chiefs State Police
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Skills By Agency Type

0.0 0.5 1.0 1.5 2.0 2.5 3.0 3.5 4.0 4.5

Implement Change

Solve Problems

Set Goals/Objectives

Community Partnership

Work With Politicians

Work With Media

Work With Diverse Communities

Criminal Justice Partnerships

Work With Employees

Develop Financial Resources

Interpret Data

Implement Strategic Plans

Oral and Written Commnicaton

Effective Discipline

Time management

Manage Risk

Manage Organizational Culture

Manage time

Supervise Subordinates

Evaluate Work Processses

Scheduling Personnnel

Geographic Patrol Deployment

Develop Performance Measures

Succession

Public Speaking

Listening Skills

Sheriffs Chiefs State Police
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Abilities By Agency Type

0.0 0.5 1.0 1.5 2.0 2.5 3.0 3.5 4.0 4.5

Personal Integrity

Critical Thinking

Decisiveness

Take Responsibility

Earn Community Confidence

Promote Honesty/Ethics

Generate New Ideas

Anticipate Problems

Promote Creativity

Promote Teamwork

Promote Fairness

Internal Credibility

External Credibility

Motivate Line Personnel

Motivate First Line Supervisors

Work Long Hours

Mentor Subordinates

Use Feedback/Constructive
Criticism

Take Calculated Risks

Sheriffs Chiefs State Police
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The second set of comparisons made among law enforcement agencies was to determine 
if agency size makes a difference in ratings of core competencies. This analysis is important 
because for the most part there was a great deal of consistency by agency type. The final three 
graphs show ratings of knowledge, skills and abilities by agency size. Those results show that: 

 
 
• In terms of knowledge, size of agency seems to impacts State 

legislation, gang strategies, and handling major events the most.  
 
• Variations in knowledge levels needed exist to a lesser degree for 

violence problems, crime management, and traffic problems. 
 

• Differences in the rating of skills and abilities by agency size were 
very small and levels of priority tracked closely for all sized 
agencies. 
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Rating of Knowledge By Agency Size

0.0 0.5 1.0 1.5 2.0 2.5 3.0 3.5 4.0 4.5

Ethical Conduct

Compliance

Budget/Finance

Citizen Complaints

Org Structure

New  Programs

Strategic Planning

Develop Subordinates

Recruitment

Major Events

Crime Management

Technology

Law

Labor Contracts

Violence

Program Evaluation

Gangs

Terrorism

Labor Negotiation

School Safety

Social Order

Performance Appraisal

State Legislation

Missing Children

New  Research

Jail Management

Statisitcs

Juvenile Problems

Patrol Workload

Patrol Scheduling

Design Patrol Areas

Property Crime

Traff ic Collisions

Drug Abuse

Detective Workload

Public Health

Inmate Control

Community Development

Immigration

Forensics

Offender Management

Alternatives to Incarceration

1000+ 501-1000 301-500 101-300 51-100 1-51

8
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Rating of Skills By Agency Size

0.0 0.5 1.0 1.5 2.0 2.5 3.0 3.5 4.0 4.5

Implement Change

Solve Problems

Set Goals/Objectives

Community Partnership

Work With Politicians

Work With Media

Work With Diverse Communities

Criminal Justice Partnerships

Work With Employees

Develop Financial Resources

Interpret Data

Implement Strategic Plans

Oral and Written Commnicaton

Effective Discipline

Time management

Manage Risk

Manage Organizational Culture

Manage time

Supervise Subordinates

Evaluate Work Processses

Scheduling Personnnel

Geographic Patrol Deployment

Develop Performance Measures

Succession

Public Speaking

Listening Skills

1000+ 501-1000 301-500 101-300 51-100 1-51
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Rating of Abilities By Agency Size

0.0 0.5 1.0 1.5 2.0 2.5 3.0 3.5 4.0 4.5

Personal Integrity

Critical Thinking

Decisiveness

Take Responsibility

Earn Community Confidence

Promote Honesty/Ethics

Generate New Ideas

Anticipate Problems

Promote Creativity

Promote Teamwork

Promote Fairness

Internal Credibility

External Credibility

Motivate Line Personnel

Motivate First Line
Supervisors

Work Long Hours

Mentor Subordinates

Use Feedback/Constructive
Criticism

Take Calculated Risks

1000+ 501-1000 301-500 101-300 51-100 1-51 AVG
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FINDINGS AND CONCLUSIONS 
 

 
 As the literature review conducted for this project suggests, there is a great deal of 
information and instructional material already available for many of the core competencies 
included in the needs assessment. The immediate set of findings sought from the needs 
assessment was to identify a set of core competencies that should be explored and defined in 
more detail so that they can be better understood. The following core competencies were 
identified by the study team based on the high scores they achieved and the need to further 
define them.  
 

• Knowledge of standards of ethical conduct was rated highest by 
chiefs/sheriffs, city managers, and mayors. 

 
• Problem solving skills was selected because it was the second highest rated 

ability that needed to be better defined compared with listening skills which is 
a well-defined discipline. 

 
• Ability to engage in critical thinking was selected because of all the items 

rated between 3.5 and 4 it was the least well defined. 
 
 
  These topics were addressed at a focus group of city managers, mayors, chiefs of police, 
and sheriffs held as part of the LELI. That session, held in Houston in April of 2007, generated 
useful, detailed information about these core competencies that can be used for a variety of 
human resource management and training decisions. Those results are documented in a meeting 
report prepared by FirstPic, Inc. 
 

 
Priorities for Core Competencies 

 
 The array of scores on the relative importance of core competencies provided some 
overall results that should be taken into account when developing selection, promotion and 
training plans. These results have implications for partner organizations that provide entrance 
testing and promotional tests that attempt to measure leadership potential. There also were some 
surprises in these results based on agency size. 

 
 

• Ethics and integrity are critical issues. Leaders are role models. They are counted 
upon to exemplify the highest level of ethics and personal integrity. The 
fundamental credibility of law enforcement is shaped by the conduct of its 
leaders. There is a great deal of information available about promoting ethics and 
integrity in law enforcement and the needs assessment suggests it should be given 
a high priority. 
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• Some important topics were not highly rated. Answers to questions in the needs 
assessment reflect the state of the art in law enforcement leadership. Those 
answers suggested that strategic planning, deployment of personnel, and 
management of workload was not highly rated. Strategic planning is a 
fundamental tool for dealing with change. Law enforcement is a service industry 
in which staffing makes up the bulk of law enforcement budgets. These important 
topics may be considered management skills and not leadership competencies. 
More work needs to be done to determine if some managerial skills and 
knowledge are fundamental to developing effective leadership. 

 
• Size of agency does not seem to matter. Despite conventional wisdom, a 

statistically valid sample of law enforcement agencies resulted in results that 
clearly show that leadership core competencies are fundamental to all law 
enforcement agencies. The consistency of responses helps to validate the core 
competencies identified through this project. 

 
• Elected sheriffs had priorities that were comparable to those of chiefs of police. 

This information suggests that promoting core competencies can generate service 
to the public that people will support at election time. Only topics related to jails 
were different for sheriffs compared to chiefs of police.  

 
• Elements of progressive policing methods ranked highly. Elements of community 

policing and problem solving were highly rated. Community partnerships are 
fundamental to effective leadership. City managers and mayors expect law 
enforcement leaders to be critical thinkers and problem solvers.  

 
• Training alone can not impart all of the core competencies. Just sending staff to 

leadership training will not be enough to provide them with the top-rated core 
competencies. A more comprehensive approach will need to be used that blends 
training, mentoring, coaching, evaluation and other elements of career 
development. 

 
 

Lessons from Conducting the Needs Assessment 
 

Distribution of this questionnaire was a process that identified some important issues that 
need to be addressed when the field attempts to put national core competencies to work in 
communities. Law enforcement in the United States is predominantly a function managed by 
local government. Their role in defining needs and funding changes that promote law 
enforcement leadership is vital. Chiefs and sheriffs alone can not improve law enforcement 
leadership without the support of policy makers who, in a democracy, define the scope of law 
enforcement services in a community. 

There were other issues about the methods used to collect this input that should be addressed 
by the Department of Justice. This kind of project should really be an ongoing effort to collect 
information about the views of current leaders. Several changes need to be made to strengthen 
the ability of the Department of Justice to collect this information. 
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• Mayors are not sure of their role in promoting law enforcement leadership. The 
response rate from mayors was disappointing. A stronger endorsement of the 
LELI by the U.S. Conference of Mayors would have been of help in promoting a 
better response. Oddly enough, crime problems, police ethics and some serious 
issues seemed to be important to the few mayors that responded to the needs 
assessment. We need to do more to bridge this gap with mayors. They participate 
in many cases in the recruitment, hiring, and evaluation, and dismissal of chiefs of 
police. Mayors also must address crime problems in many cities so they should 
have an interest in law enforcement leadership. Evidently, the connection between 
good law enforcement leadership and effective crime control strategies is not yet 
clear to many mayors. 

 
• City/county managers have an interest in law enforcement leadership issues. A 

working relationship was established with the ICMA that can be built upon in the 
future. In communities that have a city manager form of government, the quality 
of law enforcement is the responsibility of the city manager who usually plays a 
major role in the hiring and evaluation of chiefs of police.  

 
• Chiefs and sheriffs may not be in the best position to lead-long term leadership 

development efforts. City managers and mayors who are the chief executives of 
local governments have much longer terms in their jobs and are in a better 
position to promote long-term change. 

 
• There is no unified database of e-mail addresses for sheriffs, chiefs, city managers 

and mayors. These leaders are critical to the development of future leaders in law 
enforcement. The Department of Justice would greatly benefit from developing an 
internet-based assessment process that could be used for getting input on a wide 
range of issues such as promoting core competencies for law enforcement 
leadership. 

 
• Internet questionnaires were an effective tool for getting input from chiefs and 

sheriffs on leadership issues. The pretest and subsequent results of the needs 
assessment showed that these leaders answered needs assessment questions 
themselves. There was some concern that top level law enforcement managers 
would delegate the completion of the needs assessment to subordinates. Overall, 
that did not happen based on the high percentage of chiefs and sheriffs who 
completed the questionnaire. 
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Appendix A: 
 
 
 
 
 
 
 

Definition of  
Core Competency, Knowledge, Skills, and Abilities
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Law Enforcement Leadership Initiative 
Working Definitions 

 
 

KNOW, DO, BE, DONE 
 
 

1. Core Competencies. A harmonious, intentionally constructed inventory of knowledge, 

skills, abilities, and evidence of high character required for an individual or management 

team to lead a law enforcement agency.  

2. Knowledge. Cognitive mastery through study and experience of a body of facts, truths 

and principles that must be applied by law enforcement agency leaders. (KNOW) 

3. Skill. Work, behavioral patterns or techniques, arising from talent, training or practice 

required for tasks performed by law enforcement leaders. (DO) 

4. Ability. Capacity or aptitude based on talent, training, or other qualifications that are 

reflected in strategies and decision-making by law enforcement leaders. (BE). 

5. Character. Evidence of past accomplishments that suggest an individual is someone law 

enforcement staff will follow. (DONE) 

 

References: 

1978 Uniform Guidelines on Employee Selection Procedures, adopted by the EEOC to 
enforce Title VII of the Civil Rights Act of 1964 

 
“The Core Competency of the Corporation,” Hamel & Prahalad, Harvard Business Review, 
1990 
 
Wikipedia International Encyclopedia http://en.wikipedia.org/wiki/Core_competence 
 
Dictionary of Psychology, J. P. Chaplin, PhD, Mass Market Paperback - Sep 1, 1985. 
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Appendix B: 
 
 
 
 
 
 
 
 
 
 

Copy of Police Leadership Questionnaire: 
 
 
 

Mayor Version 
 

City Manager Version 
 

Chief/Sheriff Version 
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Appendix C: 
 
 
 
 
 
 
 

Sampling Method for Chiefs and Sheriffs  
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Sampling Method for Chiefs and Sheriffs  
 

 
PERF contracted with Tailored Statistical Solutions, LLC (TSS) to draw a stratified 

nationally representative sample of municipal, county, and state law enforcement agencies (both 
police chiefs and sheriffs) that would receive the police leadership questionnaire.2 The sample 
was drawn from a census directory of the universe of U.S. state and local aw enforcement 
agencies known as the 2006 National Directory of Law Enforcement Agencies (NDLEA) 
database. This database contained information on 16,100 individual law enforcement agencies 
from around the U.S. In addition to the name and address of the current chief executive, 
information in the NDLEA database includes the population served by the LEA, the number of 
officers in the LEA and the region in which the LEA is located.  

 
Five regions were defined in the database: Northeast, Southeast, South, Midwest, and 

West. We refer to these regions as NDLEA regions. In order to determine how many agencies to 
include in our sample we conducted a power analysis using PASS 2004 software (Hintze, 2004). 
In order to estimate proportions to within ± 3.012 percent with 95 percent confidence, we 
determined that a sample size of 1,000 was needed. Given that our final sample size was 623 
chiefs/sheriffs our confidence interval is a bit wider at ± 3.86 percent with 95 percent 
confidence.3  

 
 

Disproportionate stratified sampling for chiefs/sheriffs 
  

Given the diversity of law enforcement agencies in the United States, it is advantageous 
to sample each subpopulation (stratum) independently. Stratification is the process of grouping 
members of the population into homogeneous subgroups before sampling. The strata are 
mutually exclusive and every element in the population is assigned to only one stratum. 
Stratification improves the representativeness of the sample by reducing sampling error, and 
allows the researchers to produce a weighted mean that has less variability than the arithmetic 
mean of a simple random sample of the population.  
 

                                                 

2 Specifically, a probability sampling approach was used, where every element of the population 
has a known probability of being included in the sample. Probability samples allow us to make 
probability statements about sample statistics and allow us to estimate the extent to which a 
sample statistic is likely to differ from a population parameter. The main benefit of this approach 
is that it guarantees that the sample chosen is representative of the population, ensuring that our 
statistical conclusions will be valid. 

 
3 The confidence interval is the plus or minus figure usually reported in poll results. For example, 
with a confidence interval of 3.9 and 40 percent of the sample answering “yes” to a particular 
question, we can be sure that if the entire population were asked this question between 36.1 
percent and 43.9 percent would have answered “yes” to that same question.  
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 To assure that the research team has enough large agencies to analyze, we used a 
disproportionate stratified sampling approach (also known as “over-sampling”). Our first step 
was to divide all of the agencies from the NDLEA database into sub-groups known as strata and 
next sample separately per stratum. Crucially, the sampling fraction is not the same within all of 
our strata: the large agencies have to be over-sampled relative to others. To obtain unbiased 
estimates for our disproportionate stratified sample, our team weighted our chief/sheriff 
questionnaire estimates (also known as post-stratification or post hoc weighting). Post hoc 
stratification is a weighting method that adjusts for any differences between the questionnaire 
data and the population in terms of a few key population variables. The aim is to reduce any bias 
in the questionnaire due to sampling error and/or non-response effects. The weights allow our 
analyses to better represent the population. We used special statistical weighting procedures 
when making tables of means, counts, percentages, or other questionnaire statistics from data 
with weights. The calculation of the weight was fairly straightforward: it was simply the inverse 
of the sampling fraction used in the stratum that the case belongs to. So, in a stratum where the 
sampling fraction was 1 in 10 all cases got a weight of 10; and in a stratum where the sampling 
fraction was 1 in 22 all cases got a weight of 22.  
\ 
 
Defining the strata for chiefs/sheriffs 
 
 We used the following stratification variables: Number of sworn officers (very small= 1 – 
24, small= 25 – 49, medium= 50 – 99, large= 100 – 499, and very large= 500 or more), 
geographic region (established by US Census Bureau: Northeast, Midwest, South, and West), 
and population served by department (based on request under 10,000, 10,000 – 49,999, 50,000 – 
99,999, 100,000 – 499,999, 500,000 – 999,999, and 1,000,000 or more). By using stratification 
to group similar units together we reduced the variability within groups. It also allowed for the 
identification of differences between groups. For instance, we would expect LEAs of similar size 
to have similar responses. We would not expect large LEAs to respond the same as very small 
LEAs.  
 
 
Steps in the sampling process for chiefs/sheriffs 
 
 Our target total to include in the sample was 1,000 LEAs. Due to the small number of 
them, we included with certainty all 50 state police departments into our sample. While the 
NDLEA database is a very accurate census of US law enforcement, complete information was 
not available for every variable in the database. To address this issue TSS first started by 
drawing a sample from the LEAs that have full information available (separately for police 
chiefs and sheriffs) on the region (Northeast, Midwest, South, and West), population served 
(number of residents in the community served) and agency size (number of officers). Second, 
TSS drew a sample from the LEAs (separately for police chiefs and sheriffs) where population 
served was not available, just based on region and agency size. Third, TSS drew a sample from 
the LEAs (separately for police chiefs and sheriffs) where agency size was not available, just 
based on region and population served. Fourth, TSS drew a sample from the LEAs (separately 
for police chiefs and sheriffs) where population served and agency size was not available, just 
based on region. 
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Appendix D: 
 
 
 
 
 
 
 

Results of Ratings of Knowledge, Skills and Abilities  
 
 

Not important=1; Less important=2; Very important=3; Essential=4 
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Knowledge questions:  MEAN SCORES   
  Chief/Sheriffs City Manager Mayor Average 

Standards for ethical conduct 3.7 3.9 3.9 3.8 
Promote compliance with policies and procedures 3.6 3.5 3.6 3.6 
Current law enforcement program and strategies 3.3 3.6 3.7 3.5 
Effective organizational structure management practices 3.3 3.4 3.6 3.4 
Investigation of citizen complaints 3.4 3.4 3.4 3.4 
Budgeting and financial management 3.5 3.3 3.4 3.4 
Effective training programs and activities for subordinates 3.3 3.4 3.5 3.4 
Strategic plan development 3.3 3.2 3.5 3.4 
Applicable Federal, state, and local laws and regulations 3.2 3.4 3.3 3.3 
Crime management strategies 3.0 3.2 3.5 3.3 
Major event management 3.2 3.1 3.3 3.2 
Agency program evaluation 3.0 3.3 3.3 3.2 
Recruitment practices 3.1 3.2 3.2 3.1 
Employee performance appraisal systems 3.0 3.1 3.2 3.1 
Labor agreement administration 3.0 3.1 3.1 3.1 
Property crime prevention strategies 2.8 3.2 3.2 3.1 
Technology 3.1 3.0 3.0 3.1 
School safety strategies 3.0 2.9 3.2 3.0 
Violence reduction strategies 3.0 2.9 3.3 3.0 
Juvenile crime and victimization 2.9 2.9 3.2 3.0 
Use workload information for creating patrol areas 2.8 3.0 3.0 2.9 
Patrol workload measurement 2.9 3.0 3.0 2.9 
Drug abuse reduction strategies 2.8 2.9 3.1 2.9 
Use workload information to schedule personnel 2.8 3.0 2.9 2.9 
Current law enforcement research 2.8 2.9 3.0 2.9 
Gang reduction strategies 2.8 2.7 3.2 2.9 
Missing and exploited children 3.0 2.7 3.0 2.9 
Social order maintenance within the community 2.9 2.8 2.9 2.9 
Terrorism 3.0 2.6 3.0 2.9 
Labor agreement negotiation 3.0 2.6 2.9 2.8 
Detective case management/workload 2.8 2.9 2.8 2.8 
Analyze and interpret statistics 2.8 2.7 2.9 2.8 
Traffic collision reduction strategies 2.7 2.6 2.9 2.7 
Public health crisis management 2.7 2.4 2.8 2.6 
Forensic resource management 2.4 2.3 2.7 2.5 
State legislative process 2.9 2.2 2.4 2.5 
Jail operation management 3.0 2.2 2.2 2.4 
Offender supervision strategies 2.4 2.3 2.5 2.4 
Community economic development 2.5 2.0 2.6 2.4 
Inmate control management 2.7 2.1 2.1 2.3 
Immigration issues 2.4 2.1 2.4 2.3 
Alternatives to incarceration 2.4 2.2 2.3 2.3 
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Skills questions:  MEAN SCORES   
 Chief/Sheriffs City Manager Mayor Average
Effective listening skills 3.7 3.7 3.8 3.8 
Solve problems 3.7 3.7 3.9 3.8 
Communicate in writing and orally 3.7 3.7 3.7 3.7 
Establish goals and objectives 3.6 3.7 3.9 3.7 
Implement organizational change 3.5 3.6 3.8 3.6 
Maintain an effective disciplinary system 3.6 3.6 3.6 3.6 
Develop community partnerships 3.5 3.5 3.7 3.6 
Work with the political structure 3.4 3.4 3.7 3.5 
Manage and review use-of-force incidents 3.5 3.3 3.5 3.4 
Effective public speaking 3.5 3.4 3.4 3.4 
Implement strategic plans 3.3 3.3 3.6 3.4 
Work with culturally diverse communities 3.4 3.3 3.5 3.4 
Manage the organization's culture 3.3 3.4 3.6 3.4 
Work with the media 3.3 3.4 3.4 3.4 
Supervise subordinates 3.1 3.4 3.6 3.4 
Manage high-risk functions and events 3.3 3.2 3.4 3.3 
Develop criminal justice system partnerships 3.3 3.1 3.4 3.3 
Manage personal and staff time 3.2 3.3 3.3 3.3 
Evaluate work processes 3.1 3.2 3.4 3.2 
Work with employee groups 3.2 3.2 3.3 3.2 
Plan for organizational succession 3.2 2.9 3.3 3.2 
Develop performance measures 2.9 3.2 3.2 3.1 
Develop financial resources 3.2 2.8 2.9 2.9 
Use workload information to schedule personnel 2.8 2.9 3.0 2.9 
Analyze and interpret statistics 2.9 2.8 3.0 2.9 
Use workload information for creating patrol areas 2.8 2.9 3.0 2.9 
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Ability questions:  MEAN SCORES  
 Chief/Sheriffs City Manager Mayor Average 
Maintain personal integrity 3.9 4.0 4.0 4.0 
Promote integrity, honesty, and ethical conduct 3.9 4.0 4.0 4.0 
Accept responsiblity 3.9 3.9 4.0 3.9 
Build community confidence and trust 3.8 3.8 3.9 3.9 
Maintain external credibility 3.8 3.8 3.9 3.8 
Maintain internal credibility 3.8 3.8 3.9 3.8 
Maintain perception of fairness 3.7 3.7 3.8 3.7 
Be decisive 3.7 3.6 3.8 3.7 
Use of critical thinking 3.6 3.6 3.8 3.7 
Promote teamwork 3.6 3.6 3.7 3.6 
Anticipate and plan for potential problems 3.4 3.4 3.7 3.5 
Motivate first line supervisors 3.4 3.4 3.6 3.5 
Mentor and develop key subordinates 3.4 3.3 3.6 3.5 
Solicit feedback and constructive criticism 3.4 3.3 3.5 3.4 
Be creative and generate new ideas 3.4 3.2 3.6 3.4 
Motivate front line employees 3.3 3.2 3.5 3.3 
Promote creativity and imagination 3.3 3.2 3.5 3.3 
Assess situations and take calculated risks 3.2 3.2 3.4 3.3 
Work long hours 2.7 2.3 2.6 2.5 
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Overview 
 

The Law Enforcement Leadership Initiative (LELI) was designed to develop national 
competencies for law enforcement leadership, from entry-level officers through senior 
executives. These competencies will identify the core knowledge that must be taught to 
adequately prepare an officer for his or her leadership role in law enforcement. The 
competencies will reflect core values and principles including integrity, effective 
communication, understanding of social context, problem-solving in multi-cultural settings, and 
commitment to the principles embodied in the Constitution. The competencies will serve as a 
framework for the subjects and concepts to which law enforcement officers should be exposed. 
However, decisions regarding dissemination of the information and curricula development will 
be left to local communities.  
 

The original LELI project proposal, developed in the fall of 2005, identified several ways 
in which information could be collected on the core competencies needed by law enforcement 
leaders to be effective in their positions. Specifically, the original project plan called for 
conducting a national needs assessment survey, analyzing several critical incidents and 
personally interviewing key leaders. The plan planned for individual interviews with a cross 
section of sheriffs, police chiefs, mayors, city managers, prosecutors, county executives, and 
other key leaders to determine their views on ways to improve law enforcement leadership. The 
LELI Steering Committee would assist in developing the list of persons to be interviewed to 
assure that it is representative of all the constituencies that impact law enforcement leadership. 
The interviews would be structured using a set of open-ended questions designed to collect 
detailed information on key issues and problems that impact the development of effective law 
enforcement leaders. That approach would ensure that each individual was asked the same 
questions while allowing for the use of content analysis techniques to summarize the results of 
their open-ended responses. 

 
At its meeting in May 2007, the LELI Steering Committee made some suggestions 

regarding the people to be interviewed for this project.  A list of 30 people was developed 
representing police chiefs, sheriffs, city managers, mayors, trainers, and professors. The group 
was regionally representative with 10 from the northeastern Unites States, seven from the 
southeast, eight from the mid-west and seven from the west. There was a specific discussion on 
the cost associated with these interviews. The in-person interviews could cost up to $1,000 each 
if a staff member had to travel to conduct the interview. A far more cost-efficient approach 
would be to focus on the meetings of professional organizations where several attendees could be 
interviewed at a time at a much lower cost. 

 



 

With that guidance, project staff focused on the National Sheriffs Association (NSA) 
conference held in June 2007. With the assistance of NSA leaders, LELI staff was able to 
interview 10 key sheriffs who were attending the conference. Meanwhile, other LELI project 
staff interviewed other key respondents at various events. After about 20 people were 
interviewed, their responses were analyzed. Staff concluded that, while in-person interviews 
appeared to be a sound approach at the beginning, the new information gleaned from those 
interviews was largely redundant. The survey responses were much more insightful than 
originally anticipated. Further, the Steering Committee had grown into a significant source of 
information and its diversity provides the project with ample input from a variety of 
constituencies. Given the limited value of additional interviews and associated cost, staff 
recommended that efforts to conduct additional interviews be discontinued. The Steering 
Committee discussed that recommendation at its October 2007 meeting and concurred that 
additional interviews would not be cost effective.    
 
 

People Interviewed 
 
The following people were interviewed for this portion of the project: 
 

1. Alvarez, Carlos, Mayor, Miami-Dade FL 
2. Anderson, Greg, Sheriff, Hopewell, VA 
3. Beary, Kevin, Sheriff, Orange County, FL 
4. Borchardt, Steven, Sheriff, Rochester, MN 
5. Bradley, Pat, Peace Officer Standards & Training, MD 
6. Cochran, Sam, Sheriff, Mobile, AL 
7. Crews, Michael, Criminal Justice Standards & Training, FL 
8. Fitzsimmons, Pat, former Chief of Police, Seattle WA 
9. Goad, David, Sheriff, Allegany, MD 
10. Greenberg, Sheldon, Johns Hopkins University, MD 
11. Hill, Victor, Sheriff, Clayton, GA 
12. Kamatchas, Ted, Sheriff, Marshall County, IA 
13. Kerlikowske, Gil, Chief of Police, Seattle, WA 
14. Mask, Phil, Sheriff, Saline, AR 
15. Montgomery, James, Chief of Police, Bellview, WA. 
16. Ramsey, Chuck, Former Chief of Police, Metropolitan Police, Washington, DC 
17. Rogers, Tim, Sheriff, Coshocton, OH 
18. Rasmussen, Howard, Center for Public Management, FL 
19. Spike, Ron, Sheriff, Yates, NY 
20. Territo, Leonard Ph.D., University of South FL 
21. Thorp, Randy, Sheriff, Licking, OH 
22. Tracey, Jim, Sheriff, Utah County, UT 
23. Williams, Jerry, University of Colorado, Denver 

 
 



 

Findings 
 
The interview guide developed for these interviews consisted of six open-ended questions, 
allowing respondents to articulate their views on a variety of issues. Each of the Guide’s 
questions is listed below, followed by the more frequent responses to that particular question. 
One of the ground rules for these interviews was that responses would not be attributed to any 
particular individual or group. Consequently, responses are listed generically and not in any 
particular order of importance.   
 
1. What core competencies are needed to promote ethical and effective law enforcement 

leadership? (By core competencies we mean knowledge of critical issues, skills that can be 
learned, and abilities that are a function in part of personality and temperament.) 

 
• The organization needs a realistic visioning process based on its direction and ability to 

use leadership to make “our” vision. 
• The process of identifying an organization’s core values aligns the behaviors of 

employees with the people they serve. 
• Initiatives create an organization that can operationalize the vision and values 
• Transformational leadership. 
• Modeling behaviors (based on values). 
• Receptive to input and constructive criticism. 
• Hold people accountable through realistic goals and mission. 
• Establishing an atmosphere where affixing blame is eliminated except for intentional 

acts. 
• Mentoring/coaching. 
• Confidence, both in one’s self and one’s position. 
• Fundamental job knowledge. 
• Tremendous interpersonal skills including the ability to bring out the best in people and 

generate tremendous loyalty. 
• Integrity, including the ability to influence organizational culture, selection process, 

training, and supervision. 
• Recognize the ground-up nature of American law enforcement leaders, e.g., there is no 

officer corps.  
• Reputation, established one assignment at a time.  
• Accountability. 
• Strategic planning and successful application. 
• Ethics. 
• Influencing public policy is a much neglected area. Many law enforcement executives 

work in a vacuum assuming that civic leaders enact policy that law enforcement then 
implements. They must be taught how to become an advocate for public policy including 
making effective policy arguments and presentations. 

• Policy development and implementation within an agency. 
• Project management. 
• Performance measurement. 

 



 

2. How can we promote the development of those competencies? (Personnel practices? 
Training? Recruitment? Supervision? Labor agreements?) 

 
• Organizations need to live their values. 
• Process of actualizing – sharing, ask questions, enlist commitment. 
• Not compromising integrity of core values. 
• Competencies should pervade the agency. 
• Active participatory style of leadership. 
• Some of leadership is intrinsic in the individual and they need to learn how to recognize 

and utilize those talents. 
• Provide developing leaders with opportunities to develop competencies. 
• Mentoring. 
• Ability to self-assess. 
• Teach good and bad leadership styles.  
• Submerge an aspiring leader in psychology and human development courses so they can 

understand other people. 
• Promotion of the right people is sometimes easier than training them. 
• Difficulty is in those departments that lack potential leaders 
• Great leaders are not always good people.  
• Might be appropriate to use a clinician to determine the best measurements (and 

predictive use) of core competencies such as integrity or loyalty 
• Strategic planning requires exposure to other agencies to find best practices. 
• Application, application, application! 
• Encourage people to look outside their own agency and work with other organizations 

 
3. What partners are critical to promoting effective law enforcement leadership? (Government? 

Community? Private sector? Media?)  
 

• The chief executive of a law enforcement agency needs to balance his/her efforts and 
message at all organizational levels, consistently model appropriate behavior, reinforce 
the organization’s vision and values, and hold people accountable for what they do and 
do not do. 

• Political sectors must understand an organization’s goals and help them achieve those 
goals.  

• Trust requires transparent outreach to all segments of the community with honest 
dialogue. 

• Recognize that, like it or not, the media can “make or break you.”  
• Effective media relations require that a single person develop a meaningful and honest 

relationship with the media. Trust grows when the media is given access to information 
within legal constraints. 

• Employees should be encouraged to have an open dialogue with the media. 
• The organization’s command staff needs to have a sense of collective loyalty. Mistakes in 

judgment cannot be tolerated when they are made for malicious reasons 
• Leadership is contingent upon partnerships.  
• The next level needs to know you support them—no hidden agendas.  



 

• Community confidence may mean you don’t have to explain every action to them as they 
know you have their best interests at heart 

• The academic community is a critical partner. 
• Non-law enforcement community organization leaders are also critical. 
• Law enforcement organizations need to affiliate with academic institutions and partner 

whenever possible with institutions like the Kennedy School of Government at Harvard 
and Duke University Leadership Institute. 

• Private sector leadership, especially those with demonstrated success. 
• Professional groups (ICMA, ASTD, ASPA, Project Management Institute, National 

Certified Public Manager Consortium, League of Cities, Association of Counties) 
• All identifiable stakeholders 

 
4. What assets or resources do you think are important to promoting core competencies? (Local 

educational institution? Existing leadership training?) 
 

• Meaningful inclusive process for developing values, e.g., how we treat each other and 
how we treat our customers.  

• Meaningful relationships are an extremely most important asset including open and 
honest expression and acceptance. 

• Patience!  
• Leadership is a skill that must be practiced in order to learn it. 
• The undercurrent is that we need to get better at our craft. 
• Quality of instructional personnel is critically important. 
• Diversity is required in the classroom, on the leadership team and in training positions. 
• Commitment from the top of the organization is required.  
• Commitment must include budget and resources. 
• There must be a commitment to change 

 
5. What obstacles exist that must be overcome to promote ethical and effective law enforcement 

leadership? 
 

• Traditional law enforcement culture separates managers from rank/file. 
• Trust/relationship building is inseparable requiring honest and open dialogue. 
• Team building must occur throughout the organization. 
• Overcome the notion that the best way is also the easiest or safest way. People can be 

driven to mediocre decision-making if they believe that will prevent them from being 
harmed by their decisions. 

• Psychological evaluations that screen out rather than screen in. 
• Unreasonable or transient political and community standards. 
• Strident police unions. 
• Community culture which allows/encourages interference with law enforcement 

leadership. 
• Culture of the organization. 
• Training that is not integrated with doing, e.g., classroom material must relate to the 

accomplishment of competencies. 



 

• People selected for leadership training must ensure a real and direct connection to 
operations. 

• We need to find a better model to teach ethics so that leaders do not inadvertently act 
unethically. 

• Inability to hold supervisors accountable for the actions of their subordinates. 
• Role of personal accountability. 

 
6. Do you see any new core competencies emerging over the next 10 to 15 years that may alter 

the current list of core competencies? 
 

• Emerging technologies will affect the efficiency and effectiveness of our service delivery 
and the way in which we manage information. 

• Successes or failures in dealing with terrorists and homeland security efforts. 
• We need to be more global in our thinking. 
• We must be conscious of and responsive to the needs of emerging generations. 
• Generations create virtually new cultures, so it may be appropriate to treat this as a 

cultural diversity issue. 
• Psychology of new generations. 
• No—the competencies of a good leader are historical and core values remain the same 

 
7. Other Comments 
 

• If we don’t take the initiative, less qualified people will continue to fill leadership 
positions 

• Whatever model is developed must not only assure education in the competencies, but 
require their application.  

• Agencies are frequently “over led” and “under managed.” There must be a balance 
between the two. 

• We need to deal effectively with customer service because it truly does apply to law 
enforcement. 

 
 

Conclusion 
 
 In the original proposal, these interviews were designed to ensure that the core 
competencies were developed with and endorsed by key law enforcement organizations, 
educational institutions, and law enforcement leaders. Towards that end, the LELI Steering 
Committee identified about 30 people to be interviewed. However, as the survey results became 
available and membership in the Steering Committee grew the value of in-person interviews 
diminished. Nevertheless, the results from these interviews are consistent with and serve to 
validate the information gleaned from the needs assessment surveys as well as the input we have 
received from the LELI Steering Committee and its focus groups.  
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Core Competencies 
 

 

 

 

Overview 
 

One of the primary tasks of the Law Enforcement Leadership Initiative has been to identify 

the core competencies required for effective law enforcement leadership in today’s environment. 

Those core competencies must reflect the knowledge, skills, and abilities that prepare leaders for 

their roles at all levels of law enforcement, but especially at an agency’s top levels. These core 

competencies must also provide benchmarks for promoting, hiring, and selecting or electing law 

enforcement leaders. In short, the core competencies for a law enforcement leader must begin 

with entry-level positions and grow through the level of senior executive.  

This work is not intended to redefine law enforcement leadership, but rather to complement 

existing law enforcement leadership training programs by defining results that can be translated 

from the classroom to the squad room. That includes developmental opportunities for those 

individuals moving up through the ranks with the goal to prepare officers for their eventual roles 

before they get there as opposed to training them after the fact.  

This chapter will discuss the process utilized to identify the core competencies, define each 

core competency in detail and, describe its value to law enforcement leadership.  

 

Background 
 

From the 1960s through the 1980s, crime in America rose dramatically. Rising crime coupled 

with deteriorating social conditions and urban unrest threatened the safety of many cities. During 

this period, the entire criminal justice system repeatedly came under extensive public scrutiny. 

Local governments, State and Federal legislatures, citizen groups, and national commissions 

asked hard questions about why government at all levels seemed to be failing in their 
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responsibility to protect communities. Between 1965 and 1975, five major national studies were 

conducted on the state of law enforcement. Those studies included: 

1. The President’s Commission on Law Enforcement and the Administration of Justice 

(1965-1967) 

2. The National Advisory Commission on Civil Disorders (1968) 

3. The National Advisory Commission on the Causes and Prevention of Violence (1969) 

4. The President’s Commission on Campus Unrest (1970) 

5. The National Advisory Commission on Criminal Justice Standards and Goals (1971-

1973)  

In addition to these national studies of law enforcement organizations, many studies on 

the general subject of law enforcement leadership were conducted during this period. Prior 

to about 1960, leadership studies tended to focus on how leaders used their innate abilities 

to become successful. In 1967, the President’s Commission on Law Enforcement and the 

Administration of Justice noted that the popular image of police officers focused almost 

exclusively on physical strength and aggressiveness. However, the Commission noted that 

this expectation was entirely inconsistent with the true requirements of a modern police 

officer. Today’s complexities required officers who are self-motivated, creative, guided by 

values and principles, and adept at exercising independent judgment. The Commission also 

noted that the actions of individual officers have far-reaching consequences: a single officer 

can trigger a riot, permanently damage someone’s reputation or alienate an entire 

community. 

Modern leadership studies have shown that the knowledge, skills and abilities required 

for effective leadership can be acquired or enhanced significantly through training.1 For 

example, people are not born with the skill to interact socially, solve problems, plan for 

events, initiate action, accept responsibility, or articulate a vision for the future. Effective 

leaders must acquire and refine those skills throughout their careers and develop additional 

skills such as facilitation, communication, and effective group problem-solving if they are 

to succeed at higher levels in the organization.2  

                                                 
1 Meese, Edwin III & Ortmeier, P. J. (2004), Leadership, Ethics and Policing, Pearson Education, Inc. 
2 Ortmeier, P. J. (1996), Community Policing Leadership: A Delphi Study to Identify Essential Competencies, Ann 
Arbor, MI: University Microfilms International (Bell & Howell Information & Learning) Dissertation Services.  
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In their book Leadership, Ethics and Policing, Meese and Ortmeier caution against confusing 

leadership competencies with leadership qualities. “Although critical to effective and ethical 

leadership, qualities such as understanding, courage, compassion, respectfulness, and 

genuineness are difficult to measure by any objective standard. Competencies (skills), however, 

can be learned, and competency acquisition and practice can be measured objectively. 

Accordingly, contemporary authors often focus on leadership competencies—that is, the abilities 

to do things rather than feel things.”3 

The core competencies required for effective law enforcement leadership must reflect the 

complexities of today’s law enforcement mission. Communities demand more of their officers 

today than simply responding quickly to radio calls after a crime has been committed. They want 

officers to prevent crime and deal with community disorder. More importantly, the community 

wants to be a partner with their officers in the identification and resolution of community 

problems. George Kelling characterizes this as a “quiet revolution” wherein law enforcement 

began to act on its own initiative to deal with the causes of crime and disorder instead of merely 

responding to radio calls.4  

Thus far, that “revolution” has focused primarily on the role of the front line officer, rather 

than the head of the organization. If the role of the front line officer had changed so dramatically, 

one can only imagine how the role of the agency’s chief executive has changed. While applicable 

to varying degrees throughout an agency’s rank structure, the core competencies developed for 

this Initiative focus on the knowledge, skills, and abilities required for effective law enforcement 

leadership at the executive level.  

 

Core Competencies 
 

At its meeting in May 2007, the LELI Steering Committee agreed a Working Group should 

be formed to examine the data obtained through the Internet-based needs assessment survey and 

information developed through the project’s needs assessment. This Working Group would 

review this material in detail and make recommendations to the Steering Committee on the 

specific knowledge, skills, and abilities that should be addressed through this Initiative. The 
                                                 
3 Meese, Edwin III & Ortmeier, P. J. (2004), Leadership, Ethics and Policing, Pearson Education, Inc. 
4 Kelling, G.L. (June 1988), Police and Communities: The Quiet Revolution, Perspectives on Policing No. 1, 
Washington D.C., National Institute of Justice 
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Steering Committee would then consider those recommendations and come to its own 

conclusions.  

In July 2007, the Core Competency Working Group met in Baltimore, Maryland. Its 

objective was to:  

1. reach consensus on the assumptions that underpin law enforcement leadership core 

competency development and training;  

2. identify the broad categories of core competencies needed to be a successful law 

enforcement leader in today’s environment; 

3. prioritize and consolidate the Knowledge, Skills, and Abilities (KSAs) that were used for 

the Internet survey and categorize those KSAs under the core competency categories 

using the identified assumptions. 

 

Assumptions  

For several months prior to the meeting, LELI Project Staff had gleaned a number of broad 

training “assumptions” from the various documents under review. Those assumptions were 

discussed at length first by the Working Group and then by the Project’s Steering Committee. 

From those discussions, consensus was reached on the sixteen basic assumptions. Those 

assumptions were then used to identify the Project’s broad core competency categories and, 

eventually, to define the specific knowledge, skills and abilities needed within each of those 

categories. 

1. Leaders are developed through a progressive process of experiences seasoned with 

education, training, and ongoing mentoring by more experienced leaders. 

2. Law enforcement leadership competencies are perishable because they are highly 

sensitive to both internal and external factors. 

3. The competencies of a leader, which are derived from innate capabilities and built from 

experience, education and training, can be improved through deliberate development and 

practice.  

4. Deliberate development is a systematic process that gives present and future leaders a 

broad perspective of the law enforcement mission while simultaneously developing 

individual skills and enduring competencies. 
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5. The increasing complexity of our communities, as well as other external pressures such 

as budgets and evolving technology, demands that leadership development keep pace 

with changing environments. 

6. Leadership development is a career long series of experiences and challenges, combined 

with education and training opportunities, directed at producing leaders who possess the 

knowledge, skills, abilities, motivation, competence, character, and wisdom to lead their 

organizations effectively. 

7. The competency, credibility, and character needed for effective organizational leadership 

are honed over time. A variety of demanding duty assignments normally proves more 

effective in developing that depth of experience and professional competence. 

8. The principle of “leader as teacher” is especially critical at senior levels of leadership in 

that people at that level develop the next generation of executive leadership. They 

motivate teams, mentor subordinates, and prepare successors. 

9. Education and training are critical components of the leadership construct and constitute 

a significant investment of financial and personnel resources. 

10. Proficiency is developed by learning, practicing, and teaching. 

11. Education and Training are distinct, but related developmental activities. 

• Education—prepares people for unpredictable scenarios by providing critical 

thinking skills, exploring unknown areas and encouraging creative problem-solving. 

The knowledge attained through education also promotes an understanding of broad 

concepts, offers insights into complex issues, and encourages ethical and innovative 

decision-making. 

• Training—focuses on a previously structured skill set; its goal is usually proficiency 

and consistency in performance.  

12. An effective leadership development program must maintain a balance of academic 

concepts, operational reality, and case studies. 

13. Within most organizations there are several distinct but interrelated levels of leadership 

each of which requires a different mix of competencies and experience. 

• Line—focuses on the face-to-face delivery of law enforcement services consistent 

with the organization’s vision, values and principles and the development of 
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interpersonal relations that directly influence human behavior. They learn about 

themselves as leaders and how their leadership skills can affect and influence others. 

• First Line Managers/Supervisors—focuses on interpersonal relations and team 

building. They refine their leadership skills by learning how to create an environment 

in which subordinates are motivated, build ethical and effective work units, and 

operationalize the organization’s goals and mission. 

• Mid Management—focuses on directing others through effective communications, 

mid-range planning, multi tasking, and fostering a healthy and ethical organizational 

culture that reflects the organization’s principles, values and vision. At this level 

operational integration and maintaining a balance between one’s assigned duties and 

larger organizational responsibilities become more acute. 

• Upper Management—focuses on organizational structure and administration, 

resource allocation, inter-agency coordination, policy, and strategic visioning. At this 

level, effective external relationships, partnerships, collaborations, and 

communications are critical. 

14. Education plays an integral role in the development of leadership at all levels of the 

organization; it is, however, particularly essential for mid and upper-management.  

15. Law enforcement training programs must stay abreast of and fully utilize adult learning 

innovations and best practices. 

16. Training programs must maintain their relevance using operational feedback mechanisms 

such as experiential learning methodologies, case studies, after action reports, and 

management studies. Without such feedback, training programs will become stagnant 

and less effective in preparing leaders to meet their responsibilities. 

 

Core Competencies 

In addition to developing these assumptions, Project staff and members of the Steering 

Committee reviewed exemplars from the U.S. Air Force and U. S. Senior Executive Service.  For 

the purposes of this discussion, a “core competency” is an essential, dominant qualification for 

effectiveness in the role of a law enforcement leader. Such includes characteristics that result in 

outstanding performance, knowledge of critical issues, skills that can be learned, and abilities 

that are a function in part of personality and temperament. Both the Working Group and the 
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Steering Committee had several discussions regarding the broad categories of competencies that 

are applicable to law enforcement leadership in today’s environment. As a result, these groups 

reached a consensus on six broad core competencies critical to effective law enforcement 

leadership: 

 

• Developing Personal Leadership: the willingness and ability to learn and demonstrate 

leadership in one’s personal life, within the organization, and within the community. 

• Managing the Organization: the willingness and demonstrated ability to manage the 

organization, its component parts, and its resources. 

• Developing the Organization: the willingness and demonstrated ability to “grow” the 

organization and enhance its organizational capabilities. 

• Developing & Managing the Organizational Culture: the willingness and demonstrated 

ability to develop, implement, and maintain a professional organizational environment. 

• Engaging the Community: the willingness and demonstrated ability to involve and 

empower the community in the provision of law enforcement and public safety service. 

• Ensuring Effective Public Safety: the willingness and demonstrated ability to perform the 

strategic, tactical, and technical skills of policing. 

 

Dimensions 

Once the broad categories were identified, the Working Group and the Steering Committee 

reached consensus on the specific functionality or “dimensions” of competency for each of the 

six categories. These dimensions were identified as the most critical components that contribute 

to and are necessary to demonstrate the performance of a core competency. 

 

Knowledge, Skills and Abilities 

Historically in training and development, knowledge statements refer to an organized body of 

information, usually of a factual or procedural nature, which, if applied, makes adequate 

performance on the job possible; it is a body of information applied directly to the performance 

of a function. Skill statements, on the other hand, refer to proficiency in manual, verbal or mental 

manipulation of data or things; skills can be readily measured by a performance test where 

quantity and quality of performance are examined, frequently within an established time limit. 
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Finally, ability statements refer to the power to perform an observable activity at the present 

time, i.e., abilities have been evidenced through activities or behaviors that are similar to those 

required on the job. With the identification of Assumptions, Categories and Dimensions 

particular to this Project, the specific KSAs resulting from the Internet survey were evaluated 

and aligned with the most appropriate Core Competency category. Appendices 1-6 reflect each 

Core Competency in relationship with its applicable dimensions, knowledge, skills and abilities. 

 

Implications of Core Competencies 

 
As the matrix depicted in Table 1 indicates, the impact and utilization of these 

competencies, as well as the responsibilities associated with each, vary in intensity and scope as 

one progresses up an organization. At the lower line levels, personal leadership may impact only 

a small number of personnel within similar positions and centers on development of appropriate 

skills for future use; management consists of responsibility for one’s issued equipment and 

accountability for one’s own actions; little impact on the organization and its culture occurs 

beyond that which directly results from one’s own actions; engaging the community generally 

consists of one-on-one contact with community citizens (both good and bad); and ensuring 

public safety primarily focuses on an officer’s individual technical and tactical skills, for 

example, knowing how to don and utilize one’s personal protective equipment in a biohazard 

incident. 

The impact of these competencies expands as one rises through the formalized rank 

structure of a law enforcement organization. At the level of the chief executive officer, for 

instance, personal leadership capabilities are key to developing and implementing the 

organization’s vision and defining its strategic direction; management skills are at the essence of 

ensuring proper, effective, and efficient operations of all elements of the organization; it is the 

chief executive, through his or her actions or inactions, who sets the “tone” of the agency and 

both defines and shapes its organizational climate; the chief executive is in constant contact with 

formal and informal community leaders and their respective organizations, allowing its citizens 

the opportunity to engage in defining the nature and quality of law enforcement services; and, at 

this level, the leader  ensures public safety through both a strategic approach to police operations 



 

10 
 

and even personal involvement at the macro-level during specific events, providing incident 

command and interagency coordination at the aforementioned biohazard incident, for instance. 
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Table 1:  Demonstration of Behavior 
Related to Core Competencies 

 

Core Competency 

Level of Personnel 

New 
Officer 

Experienced 
Officer 

 
Supervisor

 
Manager 

 
Executive 

Developing Personal Leadership Medium Medium High High High 
Managing the Organization Low Low Medium High High 
Developing the Organization Low Low Medium High High 
Developing Organizational Culture Low Low High High High 
Engaging the Community Low Medium High High High 
Ensuring Effective Public Safety High High High High High 
 
           So from a practical perspective, what do the development of these core competencies and 

the identification of the dimensions and desired knowledge, skills, and abilities for each really 

mean? Of what use are they? 

         From the perspective of a mayor or chief executive of a city or county, they offer an 

indication of what to look for in choosing the chief executive and other key leaders of the 

community’s law enforcement agency. The listing of dimensions allows these officials to 

prioritize the issues that are most important within their community and, via the identified 

knowledge, skills and abilities, analyze the preparation of applicants and even incumbents for 

such positions. 

         For individuals currently in or desiring to be in positions of law enforcement leadership, the 

competencies, their dimensions, and their KSAs offer a road map for personal development and 

for the development of those within their chain of command. Such a structured approach is 

particularly important to progressive agencies concerned with effective succession planning. 

This preparation can be complemented by access to the readings included in the Annotated 

Bibliography developed as part of the LELI Project. 

Human resource personnel concerned with selection and training can also find these 

competencies and their component parts of use. Selection processes for entry and promotion can 

be developed around the defined KSAs for specific leadership positions, and personnel 

evaluation processes can assess the performance of individuals along the identified dimensions. 

Training efforts can further focus on developing and reinforcing the appropriate knowledge, 
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skills, and abilities required of various leadership positions in order to prepare future and support 

existing law enforcement leaders. 

 

Conclusion 

 

These core competencies have been developed in cooperation with the professional 

organizations that have historically shaped American law enforcement. Additionally, the LELI 

Project staff have been fortunate to have the participation of those who are ultimately responsible 

for providing public safety policy within their communities—mayors and city managers. All too 

often we forget the importance of those civic leaders who have a significant influence over the 

nature and scope of law enforcement within their communities. These community leaders must 

know how to establish a framework that maintains and supports high quality law enforcement 

leadership.  

While much has been accomplished, much remains to be done. It is now time to seek 

endorsement of these core competencies from key local government officials, 

educational/research institutions, and law enforcement professional and private organizations. 

Endorsement by those organizations will set the bar for the quality of law enforcement leadership 

that will be taught in training sessions, to develop policies and practices, and to select law 

enforcement leaders.  
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Appendix 1: Core Competency: Developing Personal Leadership 

Dimensions: 

• Conflict and conflict resolution 

• Professional development 

• Communication 

• Recognition of one’s strengths, weakness and potential 

• Modeling organizational values 

• Self awareness 

• Dealing with failure 

• Accessibility 

• Competence 

• Character 

• Networking 

Knowledge, Skills and Abilities: 

• Current law enforcement research (k) 

• Federal, State, and local legislative process (k) 

• Effective listening (s) 

• Problem-solving (s) 

• Effective oral and written communication (s) 

• Implementation of organizational change and improvement (s) 

• Effective public speaking (s) 

• Participation in professional associations (s) 

• Demonstration of personal integrity, confidence, and courage (a) 

• Demonstration of personal accountability and acceptance of responsibility (a) 

• Maintenance of internal credibility (a) 

• Maintenance of perception of fairness (a) 

• Demonstration of effective decision-making (a) 

• Utilization of critical thinking and analysis (a) 

• Promotion of teamwork (a) 

• Solicitation of feedback and constructive criticism (a) 
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• Creativity and generation of new ideas (a) 

• Assessment of situations and taking calculated risks (a) 
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Appendix 2: Core Competency: Managing the Organization 

Dimensions: 

• Budgeting 

• Resource allocation 

• Human resource and talent management 

• Recruitment, selection, and retention 

• Financial management 

• Training 

• Acquisition and management of technology 

• Strategic planning 

• Legal aspects of management 

• Risk management 

• Succession planning 

Knowledge, Skills & Abilities: 

• Effective organizational structure management practices (k) 

• Budgeting and financial management (k) 

• Strategic plan development (k) 

• Recruitment, selection, and retention practices (k) 

• Employee performance appraisal systems (k) 

• Labor agreement administration (k) 

• Technology and its application (k) 

• Workload information to create patrol areas (k) 

• Patrol workload measurement (k) 

• Workload information to schedule personnel (k) 

• Labor agreement negotiation (k) 

• Investigative case management/workload (k) 

• Statistical analysis and interpretation (k) 

• Forensic resource and evidence management (k) 

• Jail operation management (k) 

• Inmate control management (k) 
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• Offender management and tracking (k) 

• Civil process and warrant management (k) 

• Risk management and liability exposure (k) 

• Effective disciplinary system maintenance (s) 

• Initiatives in intergovernmental reform (k) 

• Strategic plan implementation (s) 

• Subordinate supervision (s) 

• Personal and staff time management (s) 

• Strategic analytical resource management (s) 

• Work process evaluation (s) 

• Performance measures for programs and individuals development (s) 

• Financial resources development (s) 

• Workload information to schedule personnel (s) 

• Statistical analysis and interpretation (s) 

• Workload information for creating patrol areas (s) 

• Assurance of effective continuity of operations (a) 
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Appendix 3: Core Competency: Developing the Organization 

Dimensions: 

• Recognition of the organization’s strengths, weaknesses and potential 

• Professional development 

• Management of failure 

• Team building 

• Management for excellence and continuous improvement 

• On-going assessment of organizational needs 

• Program evaluation 

• Strategic planning 

• Creativity and innovation 

Knowledge, Skills and Abilities: 

• Effective training programs and activities for subordinates (k) 

• Strategic plan development (k) 

• Agency program evaluation (k) 

• Continuous quality improvement practices (k) 

• Emerging management and leadership trends and literature (k) 

• Current law enforcement research (k) 

• Development of organizational vision, mission, and values (s) 

• Goals and objectives establishment (s) 

• Implementation of organizational change and improvement (s) 

• Work with employee groups (s) 

• Organizational succession planning (s) 

• Development performance measures for programs and individuals (s) 

• Promotion of teamwork (a) 

• Anticipation and planning for potential problems (a) 

• Motivation of first line supervisors (a) 

• Mentoring and development of key subordinates (a) 

• Motivation of front line employees (a) 

• Promotion of creativity and innovation (a) 
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• Acknowledgement of cultural diversity and intergenerational differences (a) 
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Appendix 4: Core Competency: Developing and Managing the Organizational Culture 

Dimensions: 

• Team building 

• Interpersonal communications 

• Ensuring compliance with organizational policies and procedures 

• Bringing the organization’s vision, mission and values to life 

• Holding people accountable 

• Ensuring compliance with professional standards 

• Navigating the political environment 

• Recognition of emerging trends and issues 

Knowledge, Skills and Abilities: 

• Standards for ethical conduct (k) 

• Promotion of compliance with policies and procedures (k) 

• Investigation of complaints (k) 

• Acceptance of standards of inspection and audit practices and processes (k) 

• Maintenance of an effective disciplinary system (s) 

• Management and review use of force incidents (s) 

• Management the organization’s culture (s) 

• Promotion of accountability in the exercise of decision-making & lawful discretion 

(s) 

• Supervision of subordinates (s) 

• Development of effective teams (s) 

• Work with employee groups (s) 

• Adherence to democratic principles (a) 

• Promotion of integrity, honesty, and ethical conduct (a) 

• Solicitation of feedback and constructive criticism (a) 

• Maintenance of environment of respect and fairness (a) 

• Development, communication, and modeling of vision, mission, and core agency 

values (a) 

• Development and implementation of an effective inspection and audit system (a) 
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Appendix 5: Core Competency: Engaging the Community 

Dimensions: 

• Interpersonal communication 

• Public/media relations 

• Proactive policing 

• Responsiveness to community needs and issues 

• Citizen involvement and satisfaction 

• Impact of policing on business and economic development 

• Multicultural awareness 

• Awareness of contemporary issues 

• Partnerships/collaborations 

• Human resources/resource allocation 

• Crime prevention/reduction 

• Strategic planning 

• Team building 

• Accessibility/transparency 

• Trust building 

• Political awareness 

Knowledge, Skills and Abilities: 

• Federal, State, and local legislative process (k) 

• Community economic development (k) 

• Contemporary community issues, e.g., immigration (k) 

• Community partnership development (s) 

• Work with the political structure (s) 

• Effective public speaking (s) 

• Effective and appropriate response to and interaction with culturally diverse 

communities and with mentally ill and elderly populations (s) 

• Work with the media (s) 

• Development and practice of political acumen (s) 

• Development of criminal justice system partnerships (s) 
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• Building of community confidence and trust (a) 

• Maintenance of external credibility (a) 

• Solicitation of feedback and constructive criticism (a) 

• Adherence to democratic principles in policing (a) 

• Demonstration of creative approaches to law enforcement services (a) 

• Demonstration of honesty in community interactions (a) 

• Implementation of effective community policing strategies (a) 
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Appendix 6: Core Competency: Ensuring Effective Public Safety 

Dimensions: 

• Professional awareness  

• Application of technology to law enforcement operations 

• Technical policing skills 

• Operational planning, analysis, and evaluation 

• Professional development and training 

• Application of criminal and civil law  

• Public and private partnerships 

• Inter-agency collaboration 

• Calculated risk taking and decision making 

• Effective delivery of law enforcement services 

• Economics of policing 

Knowledge, Skills and Abilities 

• Current law enforcement programs and strategies (k) 

• Applicable Federal, State, and local laws and regulations (k) 

• Court decisions (k) 

• Emerging law enforcement and crime trends (k) 

• Crime prevention and reduction strategies, including early childhood development 

and education (k) 

• Major event management (k) 

• Effective application and utilization of technology in law enforcement (k) 

• Current law enforcement research (k) 

• Homeland security and counter-terrorism strategies, programs, & practices (k) 

• National Incident Management System and Incident Command System (k) 

• Analysis and interpretation of statistics (k) 

• Traffic management strategies (k) 

• Public health crisis management (k) 

• Jail operation management (k) 

• Offender supervision strategies (k) 
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• Inmate control management (k) 

• Alternatives to incarceration (k) 

• Management of high-risk functions and events (s) 

• Analysis, interpretation, and use of statistics and information regarding law 

enforcement programs and activities(s) 

• Management of operational analytical resources (s) 

• Assessment of situation and taking of calculated risks (a) 

• Effective use of information-sharing practices (a) 

• Effective use of information in delivery of police services (a) 

• Effective use of measurement techniques and statistical analysis of law enforcement 

programs and activities (a) 
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Introduction 
 
  In 2006, the U.S. Department of Justice Bureau of Justice Assistance funded the Law 

Enforcement Leadership Initiative (LELI) and tasked that project with identifying the critical 

core competencies needed in a contemporary law enforcement leader, regardless of rank. As part 

of developing these core competencies, the Initiative was also charged with conducting a 

literature review reflecting the status of literature useful to law enforcement leadership 

development; creating an annotated bibliography of books and monographs applicable to law 

enforcement leadership; and developing a series of case studies which could be used in 

leadership development classes and which relate to the identified core competencies. 

 

The Law Enforcement Leadership Initiative 
 

The LELI was designed to increase the profession’s understanding of leadership 

competencies needed for law enforcement. While considerable writing and research exist about 

leadership development in the private sector and the military, similar efforts for law enforcement 

are incomplete, and the LELI was initiated.  
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The LELI focused on identifying leadership competencies for law enforcement, from 

entry-level officers through senior executives. These competencies reflect the core knowledge 

necessary to prepare officers for their leadership role in the organization, regardless of rank or 

assignment. The compilation of these competencies reflects core values such as character, 

integrity, and a commitment to the principles embodied in the Constitution, as well as practical 

skills such as effective communication, understanding of social context, and problem solving in 

multi-cultural settings.  

Through its research and the involvement of subject-matter experts from a wide array of 

professional organizations, the LELI identified six baseline competencies necessary for law 

enforcement leadership and its development: 

• Developing Personal Leadership 

• Managing the Organization 

• Developing the Organization 

• Shaping the Organizational Structure 

• Engaging the Community 

• Ensuring Effective Public Safety 

In addition to identifying these core competencies for law enforcement leadership, the 

LELI, as noted above, was also tasked with developing several other products germane to the 

development of effective law enforcement leaders: 

• A review which reflected the status of leadership development in contemporary 

academic and professional literature 

• An annotated bibliography based on the six core competencies for use by academic 

institutions and professional development programs, as well as by individual 

practitioners 

• The development of a model case study, reflecting a major critical issue or event in 

law enforcement, which could be used to apply leadership competencies in an 

academic setting  
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The Case Study Approach 
 

Frequently used in academic and professional institutions of higher learning, the case 

study method of instruction fosters a flexible analysis and focused discussion of contemporary 

problems in a classroom setting. Typically drawn from real-life events or providing reality-based 

scenarios, case studies require the student/reader to analyze a situation and its underlying facts in 

depth. Especially when coupled with the challenges provided by an active facilitator, the case 

study expects the student to place him or herself in the role of the decision-maker and allows the 

student to confront and deal with the dilemmas posed by the particular situation.  

The case study technique encourages an application of knowledge-based concepts—such 

as personal or professional ethics, effective management practices, or practical solutions—to the 

circumstances of the scenario and requires a student to draw upon his or her own experience, 

education, and expertise in analyzing and discussing the particular case. In a classroom setting, 

with students from a variety of professional and personal backgrounds, the use of the case study 

technique allows for an exchange of a variety of viewpoints and can enhance the awareness and 

knowledge of individual students. Such an instructional technique allows the student to hone 

his/her skills and abilities to probe an issue through effective inquiry, a necessary ability in an 

effective leader, and to develop skills needed for effective decision-making and execution of 

public policy. 

Some instructors and many students of law enforcement leadership may be unfamiliar 

with the case study approach. A number of readings, including case studies available through the 

Harvard Business School and Kennedy School of Government, offer both an understanding of 

the approach and a look at established case studies. One text used in the preparation of this 

model study and particularly useful for students is The Case Study Handbook: How to Read, 

Discuss, and Write Persuasively about Cases by William Ellet (Harvard Business School Press, 

2007). Another work, Police Management: Real World Scenarios, by Paul T. Dickinson and 

William M. Heim (Pearson Allyn and Bacon, 2007), offers a variety of real-world stories that 

lend themselves to a case study approach to leadership and management development. 
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Application of Leadership Core Competencies to this Case Study 
 

The use of case studies as part of the Law Enforcement Leadership Initiative allows the 

reader to examine and apply the six identified core competencies in the context of his/her “real 

world.” This particular case study, drawn from the Los Angeles Police Department (LAPD), 

offers a number of topics for discussion by law enforcement leaders. For the 

instructor/facilitator, there are a number of questions which can be explored in discussions by the 

students and which reflect elements of each of these competencies: 

• First, what leadership issues can be identified? Were there failures in leadership that 

allowed the corruption to occur? How might a law enforcement executive—especially 

an agent of change in a new assignment or new department—confront these 

leadership issues? 

• Second, what clear issues involve ethics, integrity, and corruption? Do the activities 

within Rampart Area suggest a culture of unethical conduct within the Department or 

merely violations by a small group of individuals? If the latter is the case, are there 

issues involving the acceptance or tolerance by members of the Department at large 

of criminal conduct and unethical behavior which must be confronted? How might 

that be done? How does a law enforcement leader exemplify and reinforce our 

professional values, including personal integrity, courage to do what is right, and 

respect for Constitutional safeguards? 

• Third, are there specific management practices which must be faced by the 

appropriate law enforcement executive? Does this case suggest concerns in hiring, 

training, retention, discipline, and selection for and assignment to specialized units 

which must be effectively addressed? Are there warning signs or other indicators of 

such conduct that might present themselves sooner than those in the case study? What 

management practices might be put into pace to identify potential misconduct or 

corruption at an early stage? 

• Fourth, if the law enforcement executive now responsible for dealing with the 

ramifications of this corruption is viewed as a change agent, how does he or she 

ensure effective organizational change? How does the chief executive ensure the 
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timeliness of a response to such major situations? How does he or she develop an 

organization and a leadership team which demand professional conduct and a sense of 

accountability? More important, how does he or she change the culture which 

allowed for or fostered the conduct underlying this particular case? How does he or 

she gain buy-in from the “troops”? 

• Fifth, how does the existence of corruption within the Rampart Area affect the 

community? Does the undercurrent of its existence—the rumors or innuendoes—

affect the relationship between this command and the community? Between LAPD 

and the community? How and why? Does the exposure of the corruption, and the 

extensive investigations that followed, add a new dimension to the Department’s 

relationship with, and ability to, engage the community? 

• Sixth, how does the substantiation of corruption in the Rampart Area affect the 

provision of public safety services within that area of Los Angeles? Are police 

services more or less effective during and after such situations? 

• Finally, the author of this case study, one of the key staff for the Rampart Area 

investigation, has identified a number of lessons learned within LAPD as a result of 

this investigation. Do you agree with those lessons learned? Do others come to mind 

as you read this case study? Is this case simply an instance of misconduct in an 

extremely large agency or are there lessons which can be translated into your unit or 

department? What are they? How do they apply? 

 

Case Study: Police Corruption 
 

In late 1997 and early 1998, several Los Angeles Police Officers became involved in a 

series of serious crimes. The first crime resulted in the arrest of Officer David Mack and his 

girlfriend, a bank employee, for bank robbery. The second crime occurred when Officer Brian 

Hewitt falsely arrested a gang member, took him to a police substation and beat the handcuffed 

man when he refused to provide gang intelligence. Two other officers were aware of and 

acquiesced to the beating. The third crime involved Officer Rafael Perez stealing substantial 

quantities of cocaine from a police department property room.   
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The investigations into those crimes disclosed that the involved officers were closely 

associated either as partners or close friends and all but one of them were assigned to Rampart 

Area gang unit when the crimes were committed. The only exception, David Mack, had been 

assigned to Rampart previously and was a close friend of Rafael Perez. Due to the seriousness of 

the criminal activity, commonality among the officers and potential involvement of additional 

officers, two Task Forces were initiated to investigative these incidents, one to conduct the 

criminal investigation and the other for the personnel (disciplinary) investigation.  

Almost a year later, after Rafael Perez alleged that there was widespread corruption 

throughout the Department, a massive internal Board of Inquiry was convened to conduct a 

thorough management review of the entire Department. On March 1, 2000, that Board issued its 

report.1 Though it did not find widespread corruption, it did find a Department where mediocrity 

in supervision and management oversight had become pervasive. As then Chief of Police 

Bernard C. Parks wrote: 

 

The men and women who chose to involve themselves in this disgraceful 
activity will be dealt with. But, we as an organization must recognize that, while 
they individually and collectively provided the motivation, we as an 
organization provided the opportunity. Our failure to carefully review reports, 
our failure to examine events closely to identify patterns, our failure to provide 
effective oversight and auditing created the opportunity for this cancer to grow. 

                                                 
1 Board of Inquiry into the Rampart Area Corruption Incident, March 1, 2000. 
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LAPD Organizational Structure 
For decades, the Los Angeles Police Department was organized along functional lines—

one deputy chief was responsible for detectives, another for patrol, a third for traffic and the 

fourth for centralized administrative functions. In about 1973, then Chief of Police Ed Davis 

implemented the Basic Car Plan, a deployment strategy designed to give officers real ownership 

of their communities. Along with that change, Chief Davis also elected to create four geographic 

bureaus and assigned a deputy chief to each of them. By decentralizing his deputy chiefs, he 

sought to push decision-making and accountability down through the ranks giving each deputy 

chief and his subordinates broad discretion to police their communities. 

 The four geographic bureaus remain in place today. Each geographic bureau deputy chief 

and a fifth deputy chief assigned to Headquarters Bureau report to the Director, Office of 

Operations, who is one of three Assistant Chiefs reporting to the Chief of Police. Also reporting 

to the Chief of Police is the Inspection and Control Unit, which was designed to conduct audits 

and provide the Chief with insight into Department activities. However, that unit had atrophied 

over the years due to a lack of management interest. There was no audit plan, very few audits 

were completed and the audits that were done were done poorly.  

It is also important to note that the Chief of Police reports to a five-member Board of 

Police Commissioners, who are, in fact, the head of the Police Department. The Mayor appoints 

the members of that board and those appointments are subject to confirmation by the City 

Council. Over the years virtually every Commission activated to examine the Department during 

a crisis, e.g., riots, other corruption incidents, has found the Board of Police Commissioners 

under-staffed and recommended substantial changes to improve its ability to oversee the 

Department.  The following organizational chart summarizes the LAPD’s structure at this time. 
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Rampart Area Organizational Structure 
 

During this period, the organizational structure of the geographic Areas was in a state of 

flux to at least some extent. Each Area had two Captains and five Lieutenants, but their 

assignments and responsibilities changed from time to time and from Area to Area. However, the 

most consistent organizational structure involved: 

• The Captain III serving as the Area Commanding Officer. 

• A Lieutenant I in charge of the Administrative Section. 

• The Captain I serving as the Patrol Commanding Officer. 

• A Lieutenant II in charge of the Detective Section. 

• Three Lieutenants I in charge of their respective watch.   

The following organizational chart shows the most common organizational configuration 

for a geographic  
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The Bank Robbery 
 

On the morning of November 6, 1997, two suspects entered a South Los Angeles Bank of 

America. One of the suspects pulled a gun and confronted the Bank manager. The suspect 

walked her to the vault where he demanded money that had been delivered earlier by an armored 

carrier. The suspects filled three plastic bags with $722,000 and ran from the bank, escaping in a 

van driven by a third suspect.  

The investigation focused on the bank employee who had ordered what was a 

suspiciously large amount of cash. She agreed to take a polygraph examination, which showed 

her to be deceptive. When confronted with those results, she admitted her role in the robbery and 

identified her boyfriend, Los Angeles Police Officer David Mack, as one of the men who robbed 

the bank. When Mack was taken into custody, it was discovered that he had flown to Las Vegas 

the day after the bank robbery with several friends, including Officer Rafael Perez and another 

Rampart officer. None of those people could be connected to the bank robbery, and the 

remaining two bank robbery suspects have never been identified.  

David Mack and his girlfriend were charged with bank robbery, convicted in Federal 

court and sent to prison. Rather than serving his sentence in a protected environment, which is 

typical for prisoners who were former law enforcement officers, Mack opted to do his time on 

the gang tier. Equally insightful is the fact that Perez has steadfastly refused to provide any 

information on Mack or discuss any of Mack’s activities. 

 

The Beating 

 

On the evening of February 26, 1998, two Rampart gang officers detained two gang 

members for fictitious parole violations. They took the two men to a substation and placed them 

in separate interview rooms. Officer Brian Hewitt entered one of the rooms and demanded that 

the suspect give him information about gang activity. When the suspect refused, Hewitt beat the 

handcuffed suspect until he vomited blood. Two other officers were aware of the beating, but 
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chose not to intervene. The two suspects were eventually released without any reports being 

completed, any notifications being made or any medical treatment being provided. 

After their release, the gang members went to a hospital for treatment. They told the 

hospital staff that they had been beaten by the police, and the Department was notified. A 

personnel investigation was conducted during which numerous items of evidence, including 

blood samples from inside the interview room, were recovered. Administrative charges were 

brought against all three officers for the beating and cover-up. Hewitt and another officer were 

fired, but the third officer was found not guilty.2  On two occasions a criminal filing was sought, 

but the District Attorney rejected the case both times, concluding there was insufficient evidence 

to convict. A criminal filing was also sought from the State Attorney General, but the case was 

rejected there as well. 

 

Cocaine Theft 
 

On March 27, 1998, Property Division personnel notified their commanding officer that 

cocaine was missing. Records showed that an officer had signed out 3 kilograms of cocaine for 

court on March 2, 1998. When the cocaine or a receipt from the court was not returned, a notice 

was sent to the officer's command. In response, the officer went to Property Division and denied 

any knowledge of the cocaine. The Property Officer who handled the original transaction 

happened to be working and verified that a different officer had signed out the cocaine.  

A personnel investigation soon discovered that there was no reason for the cocaine to be 

checked out in the first place as the court case had already been adjudicated. The investigation 

soon focused on Officer Rafael Perez, who was assigned to the Rampart gang unit. Perez had 

been loaned to narcotics for 6 months just prior to the theft and knew about existence of the 3 

kilograms of cocaine from that assignment. Perez was charged with possession of cocaine for 

sale, grand theft, and forgery. His first trial resulted in a hung jury. As prosecutors prepared for a 

second trial, Perez was connected to additional cocaine thefts from the property room and he was 

                                                 
2 In Los Angeles, a three-member Board of Rights, composed of two staff or command officers and one community 
member, hears allegations of major misconduct. By City Charter, the Chief of Police may impose no greater penalty 
than the Board recommends.  
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found to have close associations with known narcotics dealers, one of whom accompanied him 

and Mack on the trip to Las Vegas after the bank robbery. 

Just prior to the second trial in September 1999, the District Attorney and defense agreed 

to a reduced prison sentence for Perez in return for his guilty plea and cooperation with an 

investigation into corruption within the Department. From his first interview, Perez described 

widespread corruption throughout the Department. Perez described an atmosphere where 

planting guns and narcotics was commonplace, suspects were beaten routinely to gather 

information, and officers thought nothing of giving perjured testimony in court. He further 

alleged that supervisors and managers within the Rampart Area sanctioned these activities as 

long as “bad guys” went to jail.  
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Board of Inquiry 
 

Almost immediately after Perez made those allegations, a Board of Inquiry was convened 

to assess the totality of the Rampart corruption scandal. The Board established nine separate 

subcommittees to: 

• Profile the involved officers. 

• Analyze the officers’ work product. 

• Analyze Rampart’s management and supervision. 

• Analyze Rampart’s risk management profile. 

• Review the Department’s operations systems. 

• Review the Department’s administrative investigations. 

• Review the protocol for officer-involved shootings. 

• Review the protocol for corruption investigations. 

• Identify National best practices for police integrity systems. 

 

A Staff Officer (Commander or above) chaired each of the subcommittees and their 

mission was to fully and thoroughly investigate the issues within their area of responsibility and 

report their findings to the Board. Thousands of arrest reports were reviewed and compared; 

hundreds of people were interviewed; management control systems were scrutinized; and, 

outside experts were consulted.   

 In its report published on March 1, 2000, the Board concluded that a relatively small 

group of officers made a conscious decision to engage in blatant misconduct and, in some cases, 

criminal behavior. They allowed their personal integrity to erode and their activities clearly had a 

contagious effect on some of the other officers who worked around them. While Rafael Perez 

contended that the pressure to produce arrests caused him to become corrupt, the fact is that he 

stole narcotics so he could sell them and live the life style of a “high roller.”  The sad reality is 

that these crimes come down to the same basics inherent in any criminal activity—motive and 

opportunity. In order for corruption to exist, there must be a group of employees motivated to 

commit the crimes and breach the public’s trust; and there must be an opportunity for them to 

become involved in those activities. Had Rampart’s supervisors and managers done their jobs 
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even moderately well, the crimes and misconduct would have been prevented, discouraged, or at 

least discovered much earlier. 

   

Corrective Measures 
 

Using the Board of Inquiry report as a guide, corrective measures were taken within the 

Rampart Area as well as throughout the Department.  Almost immediately, new leadership was 

moved into Rampart at both the command and supervisory levels.  Their mission was to retake 

control of the division and change the culture within that command.  The Department’s best 

people were assigned that task and they were, by all accounts, tremendously successful in not 

only making the necessary changes, but ensuring that those changes remained long after their 

inevitable departure. 

Department wide, the Community Resources Against Street Hoodlums (CRASH) units 

were disbanded.  After an in-depth management review, Gang Units were formed with very strict 

criteria for the selection and retention of the unit’s officers and supervisors.  Among many other 

management controls, the new Gang Units were required to 

• Have an assigned supervisor whenever they worked; 

• Work out of their command’s main facility; and, 

• Have a fixed-tour of duty (about 3 years).    

Other remedial measures included the development of a more robust auditing system, holding 

supervisors accountable for the actions of their work units, and establishing control over the 

management of informants. 

For several years prior to this, the United States Department of Justice’s Civil Rights 

Division had been investigating the Los Angeles Police Department.  The Board of Inquiry 

report quickly became the “smoking gun” proving that the Department had been “engaging in a 

pattern or practice of unconstitutional or otherwise unlawful conduct that has been made possible 

by the City’s failure to adopt and implement proper management practices and procedures.”3  On 

November 2, 2000, eight months after the Board of Inquiry Report was issued, the City of Los 

Angeles and the Department of Justice entered into a Consent Decree.  Under the auspices of a 

                                                 
3 Consent Decree between the United States of America, Plaintiff, and City of Los Angeles, Defendant. 
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federal judge, the City pays a monitor about $2 million annually to review and report on the 

Department’s compliance with each provision of the Consent Decree.  While the Consent Decree 

was supposed to last five years, it has been extended each year and remains in full force and 

effect today.   As formidable as some of its provisions may have been, the Consent Decree has 

forced the Department to adopt many of the law enforcement profession’s best practices, to 

develop a best practice when none existed and the City to pay for those improvements.    

 

For the Instructor: First-hand Observations and Lessons Learned 
 

One member of the LELI staff, Commander Daniel J. Koenig (Los Angeles Police 

Department, Retired) served as Assistant to the Board of Inquiry during the investigation of the 

activity within the Rampart Area. In this position, he was tasked with coordinating the work 

product of the Board’s seven subcommittees and two working groups, including synthesizing 

and ensuring the accuracy of the information they provided. His firsthand observations of the 

incidents and their investigation and his analysis of the lessons learned by LAPD can be a 

valuable supplement to the questions posed by the instructor as students work through the issues 

of this case study. 

As Commander Koenig has noted, law enforcement leaders need to learn from this and 

other corruption experiences. The scandal in Los Angeles devastated the Department’s 

relationship with the public, causing deep-seated distrust, cynicism, and fear of the police. More 

importantly, it threatened the integrity of the entire criminal justice system as people began to 

question its checks and balances. Ten years and millions of dollars later, the department is finally 

regaining the public’s confidence in its police department. 

History teaches us that major events usually require the passage of time in order to truly 

recognize an event’s causal factors. A decade after the Rampart scandal, we can now look back 

and recognize the factors that contributed or at least allowed the scandal to flourish.  

 

1. There are two very different types of police corruption—personal gain and greater 

good. 
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Police corruption is hardly new, but over the past few years, we have come to realize that 

there are two different types of police corruption: one motivated by personal gain and the 

other from a distorted sense of right and wrong. Recognizing these types of corruption 

and the motivations that drive them is a critical distinction, for it is only through 

recognition that we can hope to prevent it from occurring. 

 

Corruption motivated by personal gain is the classic type of police corruption. The desire 

for power and material possessions motivates this type of corruption. Rafael Perez and 

David Mack are prime examples of officers motivated by personal gain corruption. This 

type of corruption involves a serious character flaw and, ideally, is addressed during the 

employment screening process. Once hired, there will inevitably be an opportunity for 

this type of officer to engage in corruption and, when given that opportunity, he or she 

will. When the hiring process fails, a vigorous disciplinary system, combined with 

adequate and involved supervision, is the only way to weed out this type of officer.  

 

While personal gain corruption is fairly rare, greater good corruption is much more 

common. The fundamental principle underlying this type of corruption is that the ends 

justify the means. Officers trying to protect a neighborhood from violent gang members 

can lose sight of their Constitutional responsibilities. Worse yet, supervisors seeing gang 

members taken off the streets can be seduced into not asking too many questions.  While 

we have little ability to change an officer motivated by greed, we have every opportunity 

to prevent officers from succumbing to the greater good corruption. Supervisors and 

managers must talk and practice ethics in everything they do. Equally important, they 

must never give subordinates the impression in any way that our Constitution can be 

subordinated to taking criminals off the street. 

 

2. Police corruption is corrosive and erosive.  

Regardless of the type, it is the nature of police corruption to be both corrosive and 

erosive. It is corrosive in the respect that an officer seldom engages in corrupt activity 

alone. He or she will invariably try to engage other officers in the corrupt activity. This 
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usually involves a rather sophisticated testing system to gauge the candidate officer’s 

willingness to participate in the corruption. In Rampart, officers had to be sponsored by 

an existing member of the gang unit before they could be admitted. New officers would 

work with their “sponsor” for the first few months during which the sponsor would test 

the new officer’s ethics and integrity. If the new officer failed the tests, it was the 

sponsor’s responsibility to have him request reassignment. One critical aspect to this 

process is the requirement that supervisors either be involved in the corruption or 

incompetent to the point that they are virtually oblivious to the corrupt activities. 

 

The other aspect of corruption reflects a recognition that officers who consistently follow 

the agency’s policies, rules and regulations do not suddenly decide to start committing 

felonies. There is an erosion in their behavior that occurs almost imperceptibly over time. 

The best example is the narcotics officers who make a major seizure of cash and 

narcotics. Someone suggests that they simply take some of the cash and buy that camera 

they have needed for so long to do their job. After all, they could get the camera if they 

followed the agency’s asset seizure process. So, all they are really doing is saving 

everyone a lot of paperwork. Soon all kinds of equipment are being purchased, and it 

then becomes short step to buying boats, cars and trips.  

 

Recognizing the corrosive and erosive nature of police corruption gives supervisors and 

managers the best opportunity to prevent it from occurring in the first place. It is easy and 

often popular to ignore simple infractions. Yet, it is those simple infractions that can lead 

to much more serious violations (erosion). Similarly, cohesion is an important component 

of smaller work groups. But, infusing fresh officers into those units brings in new ideas 

and prevents complacency (corrosion).   

 

3. Greater good corruption requires at least some level of community tolerance. 

Most of us can only imagine living in an area where gang members think nothing of 

shooting a gun with absolutely no regard for anyone between or behind them and their 

intended target. Unfortunately, some of our communities live with that fear every day. 
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Children are afraid to go to school, parents can’t let their children play in the front yard, 

and no one goes out after dark. When communities live with that type of fear, they want 

their police department to protect them, and they often don’t care how that is 

accomplished. When the community is also made up of undocumented immigrants, their 

expectation of acceptable law enforcement behavior is often derived from their native 

country rather than the expectations outlined in the United States Constitution. 

 

Under these conditions and faced with those community expectations, we should not be 

shocked that some officers feel pressured to look the other way on occasion in order to 

make the community safer. It is significant to note that there were three demonstrations at 

Rampart station following the corruption revelations. One of those demonstrations 

protested police actions. But, Rampart residents staged the other two demonstrations to 

show their support for the officers.  

 

4. Initiating an internal management review or waiting for an external review is a 

critical strategic decision. 

Imagine the situation facing leaders of the LAPD. For the past several months various 

officers have been investigated and, in some cases, arrested for serious crimes. There are 

enough “foot prints” to make at least casual connections between the officers. But, there 

has been no “smoking gun” connecting them or giving leadership a sense of how large 

the problem may be. Suddenly, the entire issue explodes when Officer Perez accepts a 

plea bargain and begins telling prosecutors about corruption throughout the agency. His 

allegations of widespread police corruption become front-page news and remain the focal 

point of news stories for weeks. Should leadership assign additional people to the 

criminal and administrative investigations? Absolutely. Will a civil rights investigation 

be initiated? Take it to the bank. But we all know those investigations take time, usually 

years, to complete. Meanwhile, LAPD officers still have calls to handle and crimes to 

investigate. LAPD leadership knows that governmental leaders, the community, and local 

law enforcement agencies are wondering, often through the media, about the extent to 

which the alleged corruption permeates the organization. Sooner or later someone is 
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going to call for a thorough management review of the agency to determine if the 

allegations have merit.  

 

But, those outside reviews take time to begin their work and usually focus on the broader 

issues rather than the efficacy of internal systems designed to prevent or at least detect 

corruption. With those issues in mind, the Department opted to launch a massive internal 

management review with a mission to find out exactly what had occurred and truthfully 

report on its findings.  

 

The decision of LAPD notwithstanding, the decision to launch an internal management 

review or to wait for the external review is a major strategic decision facing the agency’s 

leader. There are myriad factors involved in that decision, not the least of which are the 

desires of local governmental leaders, the agency’s ability to conduct an internal review, 

and the need for timely reliable information. The ability of the agency head to survive the 

crisis often hangs in the balance. 

 

5. Organizational acceptance of mediocrity is a major factor in eroding integrity. 

In 1996, Captain Ross Swope of the Washington, D. C., Metropolitan Police Department 

made an observation at a National Symposium on Police Integrity.4 He drew an analogy 

between most work forces and a bell curve. At the high end of that curve are those 

officers who practice all the core values: prudence, truth, courage, justice, honesty and 

responsibility. At the other end are the officers who practice very few of those values. In 

the large middle are the rest of the officers who gravitate to one end or the other 

depending on how the agency’s leaders respond to those polar opposite groups. If Captain 

Swope’s observation is correct, then the men and women who control the culture of a law 

enforcement agency are its sergeants, lieutenants and captains. It then becomes the 

responsibility of upper managers to ensure that proper standards are being maintained 

throughout their subordinate commands. That includes providing appropriate guidance, 

                                                 
4 Police Integrity, Public Service with Honor, U. S. Department of Justice, January 1997 
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exerting oversight responsibility and honestly evaluating the effectiveness of those 

commands. 

 

The management review of Rampart and, in fact, the whole Los Angeles Police 

Department showed beyond any doubt that mediocrity was flourishing in most work 

places and that most managers and supervisors were allowing it to occur. Rather than 

challenging people to do their best, those leaders readily accepted mediocre work from 

their subordinates and, in some cases, even made excuses for it. The unofficial motto 

throughout the Department had become, “We’re too busy to do things right,” and that 

organizational morass allowed people like Rafael Perez and David Mack to thrive. 

 

6. The prevention or detection of corruption cannot rely on the criminal justice 

system’s checks and balances. 

Modern law enforcement is built on a series of checks and balances commonly referred to 

as the criminal justice system. Officers make arrests and complete reports on those 

arrests. Detectives investigate the cases, obtain additional information, and present their 

findings to the prosecutor. The prosecutor reviews the case and decides whether or not to 

file it. If it is filed, defense attorneys receive a copy of just about everything and the 

adversarial process unfolds in court. Judges oversee that give and take process and a 

whole system of judicial oversight reviews their work. What is most disturbing about 

Rampart is that the corruption went on there for at least a few years, yet none of these 

criminal justice components detected its existence or, if they did, they said nothing about 

it. That is, at a minimum, disconcerting and raises a serious question as to the efficacy of 

the entire criminal justice system in detecting and/or rooting out police corruption. 

 

That said, establishing a regular dialogue between the people responsible for the various 

components of the criminal justice system might have helped the situation. At the upper 

levels, officers already tend to meet fairly regularly to coordinate responsibilities and 

control costs. What would have helped, however, would have been better communication 

at the supervisory or mid-management levels. Defense attorneys do, on occasion, hear 
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things that may indicate something is amiss and they are more likely to share those 

concerns with someone they know, giving the agency an opportunity to deal with a 

problem in the early stages rather than after crimes have been committed. 

 

7. Management decisions must be considered thoroughly to eliminate any unintended 

consequences. 

Several management decisions may have contributed to the potential for corruption in 

Rampart. For example, a decision was made in the mid-1990s to include Rampart in a 

pilot test of the compressed work schedule. In implementing that decision, Rampart 

decided to put its patrol officers on a 3/12 schedule and its detectives on 4/10. But, they 

decided to keep the gang unit on 5/8 in order to maintain a broader deployment profile. 

The consequence of that decision was that the young energetic officers, who traditionally 

sought assignment to the gang unit, opted to stay in patrol for the better work hours. With 

no applicants to fill their vacancies, supervisors turned to the unit’s existing members for 

suggestions. This gave officers already on the path to corruption an opportunity to recruit 

officers with questionable work histories from throughout the department for transfer into 

the Rampart gang unit.  

 

Another management decision involved relieving the overcrowded conditions at Rampart 

station. A building that was designed to house no more than 175 officers came to house 

nearly 400 employees. To relieve those conditions, a sub-station was built about 3 miles 

from the existing station. Detectives and several other support entities were moved there 

along with the gang unit. Every unit except the gang unit worked during the day, Monday 

through Friday, leaving the gang unit as sole occupants of the building at night and on 

weekends. The beating of the gang member in 1998 took place in this substation during 

the late evening after everyone but the gang unit had gone home.  

 

Obviously schedules need to change on occasion and buildings become over-crowded. 

Managers need to address those and many other problems. But in resolving those 
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problems, it is critical that all ramifications be identified and addressed so as not to create 

a bigger problem than one is trying to fix.    

 

8. There are two distinct types of organizational rules—good order and preventative.  

Law enforcement agencies, like most organizations, have a set of written policies, rules 

and procedures designed to guide officers in the performance of their duties. The vast 

majority of those rules are established for the purposes of maintaining “good order.” For 

example, the color scheme an agency chooses for its patrol cars or uniforms is of little 

consequence as long as they are the same so the public can recognize their officers. 

Likewise, rules governing work schedules, meal breaks, and patrol beats are necessarily 

flexible.  

 

Other rules, however, are established to prevent officers from getting into trouble. Over 

time, agencies have dealt with situations that resulted in officers being disciplined or, in 

some cases fired. In dealing with those incidents, the agency established rules to prevent 

similar things from occurring in the future. For example, most agencies require their 

officers to obtain a work permit for off-duty employment. Through that process they can 

ensure that the off-duty employment is consistent with the officer’s primary employment. 

Similarly, a requirement to obtain booking approval from a supervisor is intended to 

prevent false arrest suits.  

 

The point is that all rules do not have the same value. Bypassing some may be risk free 

while bypassing others puts officers in eminent peril. Many supervisors in the Rampart 

study frequently allowed officers to bypass preventative rules.  Worse yet, the supervisors 

were completely unaware of the potential consequences. Officers were allowed to sign 

their own booking approvals as well as approve their own reports. While most officers 

did not and would not take advantage of those supervisory failures, officers like Rafael 

Perez used that as an opportunity to arrest whomever he wanted, plant or manufacture 

evidence and then file a report with no supervisory review whatsoever.  
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First line supervisors and mid managers must be able to differentiate between good order 

and preventative rules. This requires discussion and examples of critical policies, rules 

and regulations so that supervisors can understand and appreciate the importance of those 

safeguards. Finally, supervisors must be held accountable when they allow subordinates 

to bypass those protections. 

 

9. Mid-career officers may be more susceptible to corruption.  

The Rampart scandal involved officers of all races and ethnicities. Education was not a 

factor and men as well as women were involved. One could say that it truly was a tribute 

to a fully integrated work force. The only common denominator was that all of the 

officers had about 12 years on the job. These were not youngsters nor were they the older 

disenchanted officers. However, as with most large agencies, specialized units within the 

patrol force tend to be made up of officers who have 5 to 10 years on the department. 

Officers below that threshold tend to be in a training assignment and officers with more 

time on the job tend to have moved onto positions of increased responsibility. The 

experience level common to these officers may simply have been the first opportunity 

these officers had to act in a corrupt manner. 

 

10. Problem officers are glaringly apparent, their supervisors and managers simply fail 

to deal with them. 

There may be some officers in some agencies who are able to operate underneath the 

radar of first line supervisors and mid managers. But the fact is that most if not all of an 

agency’s problem officers are well known. They are the officers no one wants to work 

with, who generate a disproportionate number of community complaints, whose cases do 

not get filed because prosecutors are well aware of the potential to impeach them, and 

who take up 90 percent of their supervisor’s time dealing with unnecessary problems. 

They are known, but they are not dealt consistently. Occasionally a supervisor will come 

along and get them to change their behavior. But they revert to their old habits as soon as 

the supervisor moves along.  
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Law Enforcement agencies must hold its supervisors accountable for the performance of 

their officers. Shortly after the consent decree was signed, the Los Angeles Police 

Department audited arrest reports. Hundreds of errors were found, many of which were 

substantial. A list of offending officers was developed and a letter of transmittal prepared 

telling their commanding officer what needed to be done. But before the letter was sent, a 

brave soul asked why the reporting officers and not the supervisors who approved the 

reports were being held accountable. After all, isn’t the supervisor supposed to catch 

those errors? After some discussion, the focus of the audit was redirected from the 

officers preparing reports to the supervisors approving them. That evolution has 

generated a whole new approach to supervisory accountability. 

  

11. An effective risk management system looks at patterns of activity for individual 

offices as well as work units.  

Most law enforcement agencies require administrative review of risk management events 

such as use of force, pursuits, traffic collisions, and personnel complaints.  As thorough 

as those individual reviews may be, an effective risk management system requires that 

patterns of activity be reviewed not just for individuals, but work units as well.  

 

The management review of Rampart Area included a review of all arrest reports 

completed by the gang officers. When read individually, patterns were difficult if not 

impossible to detect. But when read as a group, those patterns were glaringly apparent. 

When Perez worked with an officer who was not involved in the corruption, his arrests 

reports contained the detail and clarity one would expect. When working with another 

corrupt officer, they were vague as to who found what and how. The reason for that lack 

of specificity was that Perez could then approach the arrestee before the court date and 

solicit compensation (money, dope, information) to perjure his testimony so the case 

would be dismissed.  

 

The review also found that a high percentage of the unit’s use of force reports involved 

medical treatment. Initially, it appeared that the Rampart gang officers might have been 
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more brutal than other officer. But, further analysis disclosed that the use of force was not 

being reported unless medical treatment was required. These patterns would not have 

been apparent unless one audited a number of reports for individuals as well as for the 

work unit itself. This type of proactive auditing plan is required if an agency is to have an 

effective risk management plan in place today. 

 




