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F  

Foreword 

 
 While I was with my first and only squad as a Sergeant, in the 
Eastern District, there was a moment when I was sitting with my 
Lieutenant discussing various aspects of policing, as we often did. This 
particular Lieutenant, although I have been with many supervisors that 
I respected and some that I loathed, remains the member of the 
department that I respect the most. We came upon the subject of who 
on our shift would make Sergeant on the upcoming test. The Lieutenant 
began naming a few potential candidates, many of whom would have 
made excellent Sergeants. I laughed at him and stated that there was no 
way any of them would make Sergeant, because they were either 
aggressive Eastern District style (i.e. real police) police, more 
concerned with the art of their craft then getting promoted, or they 
simply lacked the initiative, intelligence, and / or desire.  
 
 The Lieutenant made attempts in roll call to provide practice 
test questions and provide a level of education to prepare the shift as a 
whole. While preparing one of the practice tests he wrote a question; 
which four things constitute an arrest? He asked me how many officers 
would get this basic question right; I guessed none and was right once 
again. The correct answer is (an intent to arrest, real or pretended 
authority, detention of person, detention is understood by person). I 
continued to doubt that questions would be answered correctly because 
I felt that the environment of the Eastern, and the department as a 
whole, had become so arrest oriented and not conviction oriented that 
officers became skilled in how to arrest versus how to convict. We lost 
that professionalism and the Lieutenant and I were too small, too 
unimportant to change that. 
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A  
Supervisor Vocabulary List 

“Rank is a paycheck. Respect is earned. If you find yourself reminding 
people of your rank, then you are just a paycheck” 

-Michael A. Wood Jr. 
 
 I was once told that the above statement of mine was 
inappropriate and must be hiding a hidden agenda. It goes against 
some traditions, I admit. Anyone that has ever worked with me has to 
confess that I always backed up my belief in this. I never corrected 
someone for not calling me Sergeant and certainly not for forgetting to 
salute. 
 
 Look, I do not care what you call me, Mike, Sarge, Michael, 
Wood, Woody, Woodrow, as long as you are following my direction 
and guidance. I do not want to be respected and followed because of 
rank; I want to be followed and respected because of who I am. The 
running joke was, “Mike Wood b!&*#”. We made light of that 
principle, but I simply do not want my officers not thinking, I want them 
following people that will lead them properly, not just “Sarge”; don’t 
follow just anyone because of rank. – Michael A. Wood Jr. 
 
 As police officers we truly are held to a different standard, we 
have to think, that is part of our oath. There have been many police and 
military members that committed civil rights violations and out right 
crimes because they were simply “following orders”. We will get into 
avoiding “yes men” later. “Yes men” are those afraid to speak up and 
just go along to get along. As a supervisor we need to listen to our 
officers and respect their input, being approachable is part of not 
reminding people of the rank separation because it can be a barrier to 
creativity. This first chapter is intended to get us all on the same page 
with the terms that we are discussing and what they mean. 
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Policies & Procedures 

General Orders 
 
 The General Orders chapter does not simply reprint the 
General Orders. There are many things that we do every day and we are 
clear about the General Orders pertaining to those situations. We tried 
to eliminate the repetitive things that we already know and focus on 
some of the more obscure, detailed, and less used General Orders. 
 
 A great deal of the General Orders will be used in the written 
test and must be followed in the oral board. Knowing these orders 
inside and out is part of the professionalism that we must have as 
supervisors, being an expert in the subject matter. Officers do not want 
to be led by people that have the same questions they do about what the 
General Orders say. We have to know as much of this as we can. 
 
 The written test portion of the promotional testing pulls 
questions from anywhere in the General Orders. Many get irritated 
because there are questions on the test that seemingly have nothing to 
do with real world work, but they are in the General Orders and so we 
must respect those questions. 
 
 In order to address that aspect of the written test, I had 
civilians assist in creating the questions and the results were 
astounding. Roughly 60% of the practice questions we created were 
actually on the written test, many of those questions I would have never 
thought to see on the test. The written test is created by people like 
them, not like us. Understanding this is one of the first mindset changes 
that must be created. Ace the test, not the practical application of the 
rules. 
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C-4 Suspension from Duty & Suspension of Police Powers  
 
Permanent rank (preferably one rank higher at minimum) suspend for: 

Reason Purpose Suspension 
Hearing? 

Example Suspension 
Form 

Allegation of 
Misconduct   
or Criminal 
Activity 

Revocation of 
member’s 
authority to 
exercise sworn 
duties, relieve 
member’s 
police powers 
and normal 
work 
obligations 

YES Criminal 
Arrest 
IID / Member 
/ Civilian 
report of 
misconduct or 
criminal 
offense 

99/154 
Suspension 
from Duty 

Allegation of 
Domestic 
Violence 

Revocation of 
member’s 
authority to 
exercise sworn 
duties, relieve 
member’s 
police powers 
and normal 
work 
obligations 

YES Involved in 
incident of 
domestic 
violence / 
Respondent in  
Domestic 
Violence 
Protective 
Order 

99/154 
Suspension 
from Duty 

Administrative 
or Medical 
Reasons 

Temporary 
change in duty 
assignment, is 
not a punitive 
action 

NO Fail to Qualify 
with Firearm 

99/153 
Suspension of 
Police Powers 
for 
Administrative 
or Medical 
Reasons 

 
Suspend whenever judgment believes suspension is in the best interest 
of the department, the public, or an individual member, as well as 
members who do not meet specified medical, psychological, or training 
qualifications. 
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Supervisor  
� Detail necessary personnel to protect scene. 
� Keep witnesses at the scene but do not let them talk. 
� Assign officers to look for witnesses and evidence; keep 

witnesses separated. 
� Conduct investigation when homicide is not available. 
� Assign P/O, other than primary P/O to maintain crime scene 

log (Form 98-229). 
 

PRELIMINARY 
P Proceed to the scene safely 
R Render Aid 
E Effect the arrest of the offender if possible 
L Locate all witnesses 
I Interview all witnesses 
M Maintain Evidence 
I Interrogate Suspects 
N Note all conditions 
A Arrange for the collection of evidence 
R Report all the facts 
Y Yield investigation (i.e., give it to AIU, Homicide, etc...) 
  
G-4 Minimum Flight Altitude Violations 
 

� Aircraft must be: 
o 1000 feet above highest obstacle in congested area of 

city, town, settlement. 
o 500 feet above the surface of other than congested 

area. 
 
G-5 Procedure for Assist an Officer (Signal 13) 
 

� First unit on scene is responsible for reporting status to KGA.  
� Assigned officers must follow emergency vehicles rules: siren 

& lights must be on. 
� If vehicle does not have lights and siren, then all traffic laws 

must be obeyed. 
� Dispatcher assigns primary, back-up, and supervisor. 
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� Infancy 
o Under 7 immune to prosecution. 
o 7 to 13 can be prosecuted, but prosecution has burden to 

prove intent despite young age. 
� Abuse / Neglect of Vulnerable Adults 

o (1st degree) committed by caregiver / parent / guardian; 
resulting in death, serious injury, or sexual abuse. 

� Arson 
o (1st degree) dwelling; structure with individual present. 
o (2nd degree) structure. 

� Malicious Burning 
o (1st degree) damage $1000+, felony. 
o (2nd degree) less than $1000, misdemeanor. 

� Assault 
o (1st degree) intentionally cause / attempt to cause serious 

physical / firearm. 
o (2nd degree) minor injury / misdemeanor - law 

enforcement officer / felony. 
� Burglary 

o (1st degree) dwelling; theft or crime of violence; felony. 
o (2nd degree) storehouse; theft, crime of violence, or 

arson; felony. 
o (3rd degree) dwelling; crime; felony. 
o (4th degree) dwelling, storehouse, with intent to commit 

theft cannot be on yard, garden, other of dwelling or 
storehouse; possession of burglar's tool with intent to use; 
misdemeanor. 

� Escape 
o (1st degree) from place of confinement. 
o (2nd degree) lawfully arrested, depart from custody; or 

fail to report to place of confinement.  
 
 
 
 
 
 
 



Law Enforcement Management 

 D-12  

Responses to Critical Incidents 
� Initial Phase: 

o Shock 
o Confusion 
o Disorientation 

� Recoil Phase: 
o Cooperation 
o Unselfish concern for the welfare others 
o Gratitude 
o Followed by resentment of healthy survivors 
o Self-blame 
o Anger 

� Post Disaster Phase:  
o Post-Traumatic Stress Syndrome 

  
Domestic Violence 

� Prevention: 
o Psychological evaluation at recruitment phase. 
o Zero Tolerance for domestic violence. 
o Required to report all domestic incidents. 
o Protocols to deal with officer involved incidents. 

� Supervisory Responsibility: 
o Document all information related to controlling or 

abusive behavior. 
o Inform the officer that documentation has been made 

and suggest voluntary counseling. 
� Resources after the Fact: 

o Employee assistance programs. 
o Internal professional counseling. 
o External professional counseling. 
o Advocacy programs from local agencies. 
o Peer support groups (clear reporting and 

confidentiality agreements). 
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Expectancy Theory 
� Vroom believes that the motivation to work is determined, in 

large measure, by what the individual believes about effort-to-
performance relationships: 

� The levels of expectancy, instrumentality, and valence 
determine the level of motivation to obtain outcomes (intrinsic 
or extrinsic) and the choice as to how to obtain the outcome. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Work Required 
Expectancy: how confident you 
are that if you put in the effort 

required you will actually reach 
the goal. 

A level of 
performance 

This should lead to: 
Instrumentality – how 
confident you are that 
the goal really will lead 
to the outcome. 

The 
Final 

Outcome 

Valance: how much you 
really want the outcome. 

Low motivation = you don’t think you 
can do the work that’s required (low 
expectancy). 

+ You don’t think you’ll get the 
outcome even if you do the required 
work (low instrumentality). 

+ You don’t really want the outcome 
that much (low valance for the 
outcome). 

High motivation = you’re confident you can do 
the work that’s required (high expectancy). 

+ You’re confident that you’ll get the outcome if 
you do the work (high instrumentality). 

+ You really want the outcome (high valance for 
the outcome). 
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Line and Staff Organization 
Combination of the two: 

 
Main line authority remains intact with overlapping functional 
authority from the other supervisors. 

Principles of Organization 

Division of Work 
� Homogeneous work should be apportioned to the same unit. 
� Not only the breakdown of work, but then the recombining of 

these parts into a complete unit of work. 
� Too frequently, tasks that should be combined into one 

function are fragmented into several. 
� Assign each worker to the fewest possible kinds of tasks or 

operations in order to improve the quality. 

Unity of Command 
� Organizational structure should provide channels of authority. 
� Every employee should be under the direct command of but 

one supervisor. 
� “Jumping command” will only cause friction. 

Major 

DDU Lieutenant 

Sergeant 

Sergeant 

Patrol Lieutenant 

Sergeant 

Sergeant 

Admin Lieutenant 

Sergeant 

Sergeant 

t

t

tt
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5. One of your officers in on patrol and runs a tag for a 
suspicious vehicle. The vehicle is reported stolen, so the 
officer conducts a traffic stop. The suspect vehicle pulls over 
and upon approaching the vehicle the suspect speeds away, 
striking and killing a child. Because the officer did not wait 
for backup to arrive, the officer is civilly liable for a________. 
(D-14) 

a. Negligence Tort 
b. Intentional Tort 
c. Constitutional Tort 
d. The officer is not civilly liable 

 
6. Vehicle pursuits must stop immediately when the pursuit 

becomes an imminent threat to the health and wellbeing of 
___________. (D-16) 

a. The member 
b. The public 
c. The person being pursued 
d. All of the above 

 
7. The _____________ believe the root causes of conflict were 

idiosyncrasies in the individuals, and resolution was sought 
through group cohesion. (D-46) 

a. Traditionalists 
b. Behavioralists 
c. Constructivist  
d. Interactionists 

 
8. Interdependence is a cause of organizational conflict which 

states that ________. (D-46) 
a. If such things as jurisdictions, goals, or expectations 

are not clearly defined, a spontaneous conflict can 
arise 

b. Battle lines are drawn when there is a struggle for 
power to capture resources needed to achieve their 
goals 

c. There is potential for conflict whenever people or 
organizational groups are depended on each other to 
achieve their own particular goals 

d. When a person falls short of, or exceeds the norms 
established by a group, social distance is created. 
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Mindset 
 
There are a few key mindset issues that you must understand right from 
the beginning: 
 

� As a supervisor, whether you like it or not, you must begin to 
protect the department and your actions must be for the best 
interest of the department at all times. In reality, of course, 
there are going to be situations where you look out for an 
officer and may not follow the black and white rules but that is 
never the case in an answer you provide during promotional 
testing. 

� The assessors are human beings; they are swayed just as much 
by likability and first impressions as anyone else. It is only 
human that whether consciously or subconsciously they view 
themselves as the gatekeepers of the club. The club is the 
Sergeant’s or Lieutenant’s supervisors club. You want to be 
likeable; you want them to want you in their club. Do not 
under any circumstances, just like in any positional interview, 
talk about how you would do things differently or better than 
the way it has been or that the rules are written. Remember, 
they have most likely been doing things that way so you 
would essentially be telling them that they have been doing it 
wrong. Not a good way to make a solid impression! 

 
Here are some key things to keep in mind throughout the oral board: 
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Administrative: New Shift Low Performance 
Question Example: You are with your new shift after being promoted 
and according to the district commander; your shift is responsible for 
very low enforcement, wrinkled uniforms, and general malaise. What 
would you do?  
 
I would begin by letting the Commanding Officer know that I will be 
researching the problem and present him or her with a plan. 
 
My research would consist of things such as: 

� Gathering proactive enforcement statistics with comparisons 
to other shifts. 

 
� Speaking with other shift supervisors, especially the previous 

Lieutenant. 
 

� Interviewing my Sergeants and Officers to solicit an analysis 
of why they think the problem exists. 

 
� Determining how long the problem has been occurring. 

 
� Confirming that the problem does exist. 

 
� Prioritizing the problems leading to low performance and 

malaise. 
 

� Determining if there is an 80/20 type situation that exists 
where a small percentage of Officers are bringing down the 
whole shift. If that is the case, investigate what is affecting the 
group and address their issues. 

 
Upon having an understanding of the problem or problems I would: 

o Research successful methods for correcting the problems from 
inside and outside of the agency or develop new methods. 

 
o Plan the tactics, procedures, or training that will need 

implementation. 
 

o Brainstorm for new ideas and use some of the ideas that I 
solicited from the Sergeants and Officers to give them some 
ownership and establish some intrinsic motivation to 
accomplish the goals. 
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o Establish goals and milestones within a specific time frame to 
get the shift to be the best in the city. 

 
o Establish some extrinsic motivational factors such as 

competitions and rewards. 
 

o Present the findings and the plan of action to the Commanding 
Officer for approval, recommendations, and advice. 

 
Upon approval from the Commanding Officer I would: 

� Implement the plan and ensure clarity for the parties 
responsible for implementation. 
 

� Ensure that documentation is made in the performance 
evaluations, and consider 28 day evaluations, for the problem 
officers and their improvement or lack of improvement noted 
in order to establish a paper trail for justification of retraining 
or termination. 

 
� Discipline if the issues are a result of negligence and 

discipline is appropriate. 
 

� Supply training and coaching for issues that are a result of 
ignorance or lack of training. 
 

� Send those with the highest level of problems to remedial 
training. 

 
� Monitor the implementation of the plan, constantly following-

up and assessing for needed adjustments. 
 

� Reach the milestones and goals of the plan. 
 

� Conduct a review with the Sergeants and Officers to assess 
areas that went well and where improvement is needed. 

 
� Continue periodic training with roll call training, remedial 

training, and advanced training for further improvement. 
 
I would then continue to monitor the situation to ensure that the shift 
remains the best in the city as well as periodically update my chain of 
command on the progress. 
 
This concludes my answer to this question. 
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