


















































































































Policing the National Parks: 21st Century Requirements 

validation team. Independence will promote congressional confidence in results. Within 
several years, the NPS should be poised to confidently direct every park superintendent 
to employ the model for law enforcement budgeting, resource allocation, and general 
management of the law enforcement function. The NPS should employ the data 
generated by the model to support an initiative to establish minimum staffing standards 
for law enforcement. 

V-RAP. The logic of.the V-RAP methodology, the steps in its development, and 
the inclusion of a broad panel of knowledgeable NPS law enforcement professionals 
makes a compelling case for likely validation. The panel (76 chief rangers and other 
park service law enforcement administrators) identified necessary park protection tasks, 
developed estimates of manpower to complete each from task samples from a wide 
range and "heavy number'' of parks, compared responses, argued, averaged out 
differences, and developed a final equation. This equation was compared to current 
practices and further modified. A total of 28 V-RAP factors were identified. 

The V-RAP model stands or falls on the validity of the task staffing equation. We 
applied three tests to this core consideration: 

o Is the task legitimate/required/desirable for park protection? 

o Is the time estimate ascribed to the task reasonable? 

o Were differences in park task requirements considered? Were tasks 
tailored to park needs? 

Analyzed below in some detail are the V-RAP factors that generate the majority of full 
time equivalent assignments: 

o Patrol of Primary and Secondary Roads. For this task, V-RAP uses a 
sliding formula that considers actual road mileage and amount of visitor 
use. Separate formulas are used for primary roads and a second more 
limited equation for secondary roads. The equation provides 
proportionately more staffing at the low end of mileage and visitor counts, 
and in an analogy to economies of scale, proportionately less at the higher 
ends. Example: for a low visitor park with annual visitation of less than 
50,000 and less than 10 miles of primary road, the model calls for 1/3 of a 
ranger. For the upper end, for a park with primary road mileage of over 
500 miles and over two million visitors, the model calls for 11 rangers. 
This figure is per shift. For a park open 24 hours-a-day, it would require 
three shifts. A shift table is provided. A number of parks are open for only 
one to two shifts. The figure for secondary roads is about 2/3 of that for 
primary roads. The underlying estimate is that 50 miles of road can be 
patrolled in an eight-hour shift. For urban areas this would be a high 
estimate. For parks this does not seem unreasonable. 
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o Backcountrv Patrol. Backcountry patrol is premised on the need for 
rangers to routinely patrol off-road areas to protect and service hikers as 
well as to protect resources in the backcountry from poaching and 
vandalism. Patrols can be foot or mounted. The number of rangers 
projected is a function of number of hikers, miles of trails within the park, 
and the acreage of the park. The number of rangers assigned is on a 
sliding scale, 0.5 rangers per 250 miles of trail, with the number of rangers 
increasing as volume of hikers increases, with an additional ranger added 
per 10,000 (hiker) overnight stays. The numbers appear to be 
supportable. 

o Special Patrol Areas. The parks have special attraction areas where 
large crowds gather. In Yellowstone, Old Faithful generates a crowd. The 
South Rim of the Grand Canyon is another area that experiences high 
volumes. These areas demand special patrols, side-by-side with normal 
road patrols. All police agencies assign special beats to attractions and 
high volume locations. Activities may include traffic direction, crowd 
control and responding to visitor concerns. For these special locations, V­
RAP assigns additional ranger personnel. The numbers of rangers 
assigned vary from a single ranger for 3 to 5 attractions handling up to 
100,000 annual visitors to 5.5 rangers for 3 to 5 attractions addressing 
annual visitation of over 9,000,000 visitors. For additional special 
attractions, the number of rangers is slightly increased. Rangers 
assigned under this formula appear somewhat on the conservative side. 

o Front Country Patrol. Front country describes areas where day hikes 
can be taken. This is distinguished from backcountry that has facilities for 
overnight stays and hikes of far longer duration. Number of park visitors 
and trails are the variables used. The ranger requirement proposed is 
modest, the highest requirement being 2.5 rangers for more than 50 trail 
heads and a visitor load of more than 3,000,000. Again, a sliding scale is 
used. 

o Open Water Patrol (Lake and Marine). This function addresses the 
number of rangers needed for marine or lake patrol (two person patrols). 
The number of rangers assigned is a function of acres of lakes or marine 
environment and the annual park visitation. As the number of acres of 
lake or marine environment increases the number of rangers assigned 
increases. As the number of visitors increases the number of rangers 
assigned to marine patrol increase. Numbers of rangers increase from a 
low of 1.4 rangers for a park with 15-25,000 acres of water and up to 
50,000 visitors to 8 rangers for a park with over 200,000 acres of water 
and over 3,000,000 visitors. Ranger assignments for the marine function 
appear somewhat conservative. It is important to note that even the 
largest water oriented park would not have the capability to mount marine 
patrols 24-hours-a-day. 
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o River Patrol. Similar to lake patrol, river patrol estimates are based on 
number of visitors and number of miles of river patrolled. The number of 
rangers assigned appears consistent with the task. River patrol is based 
on miles of river patrolled and number of park visitors based on a sliding 
scale. The lower end of the range provides for 0.5 rangers for 10-20 
miles of river and up to 50,000 visitors. The upper limit is 4 rangers for 
over 60 miles of river with over 3,000,000 visitors. 

Other factors used in V-RAP include the following: 

Cl Beach patrol 

Cl Criminal investigations 

Cl Drug interdiction and illegal alien entry 

Cl Overnight detention facility 

Cl Physical security 

Cl Visitor density management 

Cl Resource protection 

Cl Natural resource protection 

Cl Hunting and trapping regulation enforcement 

Cl Fishing regulation enforcement 

Cl Cultural resources protection 

Cl Alpine climbing management 

Cl Rock climbing 

Cl Emergency medical services 

Cl Search and rescue 

Cl Swimming areas 

Cl Aviation program 

Cl Communications center 

Cl Shift adjustments (24 hour parks) 

Obviously not all functions must be performed in all parks. Not all parks have rock or 
alpine climbing. A staff assignment matrix has been developed for those parks. V-RAP 
accounts for these variations. Multipliers also account for seasonal variations and 
differing shifts. For example some parks operate 24 hours a day, with large overnight 
visitor populations, for these parks additional rangers are proposed based on numbers 
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of overnight visitors to provide night patrols. Similarly parks immediately adjacent to 
large metropolitan areas are provided additional rangers for evening and night patrols. 

V-RAP as a methodology has borrowed heavily from FIREPRO. On the average V­
RAP multipliers appear relatively conservative when compared to methodologies used 
by police agencies for staffing. One serious weakness in the V-RAP system is that 
independent experts were not used in its development. Internal instruments developed 
by those with a vested interest are often considered suspect. A more sophisticated job 
task analysis of ranger involvement and activities based on time and motion studies 
conducted in field settings would provide a stronger base for V-RAP tables. 

V-RAP Omissions. V-RAP does not include the many non-protection functions 
that law enforcement rangers do in many parks. These factors and the time they 
consume should be recorded to get a truer picture of ranger staffing requirements. In a 
number of parks surveyed rangers were involved in fee collection. In others, rangers 
routinely maintain marine engines and boats. Rangers often lead tours or give 
interpretations. Where such duties are routinely assigned they must be factored into V­
RAP personnel equations. 

V-RAP does not completely address ranger safety. All rangers should have immediate 
access to radio communications. All should have access to reasonable backup. A 
special staff multiplier is needed to ensure that a backup is available. These factors 
should be built into V-RAP. V-RAP needs to build in a 29th factor - officer backup. 
Additional rangers would not be needed for backup when backup is available from other 
nearby law enforcement agencies. Waking sleeping rangers, having them dress, and 
then respond is not considered effective backup. Further, the backup equation must 
accommodate the reality that consideration will inhibit backup opportunities in certain 
circumstances. In these situations, prudent officer safety behavior must be 
emphasized. 

While emergency medical services are factored into V-RAP, fire duties are not. In a 
number of parks protection rangers form the core of the firefighting effort. Fire related 
duties take time, for training, for equipment maintenance, as well as for responding to 
fires. Fire training, equipment maintenance, and preparation becomes especially time 
consuming when a ranger is responsible for both wild land and structural firefighting. In 
those parks where protection rangers are responsible for firefighting these duties must 
also be added to the V-RAP profile. 

Finally, it is interesting to note that while crime figures are factored into task 8, the 
investigation time needed, they are not used as a factor in developing patrol needs. We 
recommend that the density of patrol be increased as a function of the reported crime 
rates in a park. It makes sense to increase patrol in parks that experience crime 
frequently. 

V-RAP is a valuable management tool for reviewing the protection function at each 
park. We recommend that V-RAP be established as the minimum standard for 
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assigning personnel for the protection function. We also recommend that a process be 
developed to permit adaptation for specific parks. Deviations from this standard should 
be justified in writing to the Regional Protection Ranger who could approve an 
exemption or a change in ranger allotments where justified. Any general tool, as V­
RAP, will neglect certain park idiosyncrasies that will require additional or fewer rangers. 

RECOMMENDATIONS 

To establish and institutionalize a reliable staffing requirements and deployment model, 
the following actions should be taken: 

1. Refine and validate the V-RAP model. 

This should entail validation of the existing staffing multipliers and expansion of 
the task array; work should be done by a panel/organization that meets criteria of 
independence. 

2. Establish minimum standards for the law enforcement staffing in each 
park/unit, using validated V-RAP projections. 

Staffing may be approached in a variety of ways, including contracting, mutual 
aid, and permanent staffing. 

3. Mandate use of a V-RAP process for budgeting, resource allocation, and 
related law enforcement management functions - by each park unit. 

4. V-RAP data and analysis should be maintained by the central office and 
updated annually. 

SECTION 3: STAFFING AND RESOURCE LEVERAGING 

In 1999, the NPS basic law enforcement staff consisted of 1,587 permanent 
commissioned rangers and 571 seasonal rangers, a total of 2, 158. Totals fluctuate from 
year to year, often measurably. Fluctuation is believed to be attributable to resource 
availability, to competing priorities, OMB decision-making, and, surely, to absence of a 
coherent law enforcement staffing strategy. 

The Law Enforcement Programs Study, a March 2000 submission, informs the United 
States Congress of the need for 1,295 additional positions for NPS protection: 615 law 
enforcement rangers; 219 resource protection rangers; 154 visitor management 
personnel; and 207 support/overhead personnel - an increase of 60% over the current 
complement of permanent and seasonal rangers. Excluding the support to personnel, 
the increase would be 46%. The augmentation total emerged from application of the V-
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RAP model. The needs are labeled "staffing shortfalls," in the Law Enforcement 
Program Study (1998). 

A series of benefits are expected from augmentation. The NPS believes that fully 
staffing the permanent protection ranger workforce would accomplish the following: 

o Put the ratio of preventive resource protection to life/safety policing back in 
an acceptable. balance - eliminate the triage situation where life/safety 
responses trump resource protection 

Provide a strategically planned system-wide and pre-emptive (not 
reactive) approach to natural and cultural resource protection that is 
thoughtfully linked to the educational efforts of NPS interpreters, resource 
management specialists and scientists 

a Meet NPS performance goals for resource protection per GPRA 

a Provide the opportunity to recruit new additions to the workforce that 
reflect the diversity of the visiting public 

a Meet broad workforce professionalization directives of Title I of the 
National Parks Omnibus Management Act of 1998 by allowing protection 
employees time through adequate staffing to master skills and continue 
education in the resources they protect 

Failure to meet the staffing goals would have damaging consequences and adverse 
impacts in the view of the NPS: 

a Continued loss of NPS natural and cultural resources through criminal 
activity motivated by the spiraling market values of those resources which 
become increasingly scarce and valuable over time 

o Late discovery that erosion of park resources is irreversible 

o Increasingly poor service to the public because rangers are forced to 
ignore less urgent requests for assistance in favor of life and death 
emergencies and felony responses 

o Increased safety risks for law enforcement and the public when backup is 
needed, but not readily available 

o High turnover in the workforce, less professionalism, and corporate 
memory as employee burn out 

o Loss of opportunity to attract and retain the brightest recruits as the 
perception of park ranger work conditions diminishes 
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The estimated recurring (annual) cost of this augmentation is $68,000.000. The NPS 
outlines additional needs in the Program Study, all with cost impacts, several quite 
sizable. 

EVALUATION 

For reasons of unacceptable risk to rangers, erosion of proactive law enforcement 
capacity to safeguard natural resources, and visitor and land acquisition trends that only 
promise to aggravate the foregoing conditions, and the validity of views on risks of not 
increasing ranger staffing, we recommend an aggressive program of staff augmentation 
and resource leveraging initiatives. We do not disagree with the findings of the V-RAP 
exercise, which calls for over 1,200 additional positions, our call for validation of the 
protocol notwithstanding. We are not in a position to comment on the accuracy of the 
overhead/support estimates or, for that matter, the resource protection ranger goals. 
We did not study these functions. We do believe that the goal of 615 law enforcement 
rangers is reasonable. This would represent an increase of 28%. 

The addition of 615 rangers, properly distributed and managed, should have a 
profoundly positive impact on NPS law enforcement capacity and safety. This number, 
roughly equivalent to the current seasonal complement, should enable the NPS to 
minimize employment of seasonals which, while economically beneficial, is a very 
mixed blessing, with many downsides from professional and corporate management 
standpoints, including training, experience, and turnover. Seasonals work an average 
of four months per year. Replacement with an equivalent number of full-time rangers 
would almost triple the capacity now supplied by seasonals. The need for some level of 
supplementary manpower from seasonals will always be present. In this regard we 
endorse an NPS desire to reclassify seasonal positions to "permanent - subject to 
furlough." 

Should recommended or other staffing augmentations eventuate, the NPS is obligated 
to allocate new rangers to conform to the dictates of a defensible deployment scheme. 
The V-RAP methodology, once revised, should be of great assistance in formulating a 
strategy. Decisions must be made concerning configuration of the 615 positions -
rangers, supervisors, and specialists. 

Resource Leveraging. Service demands that exceed or potentially will exceed 
capacity can be met in several ways: 

a Increases in staff 

a Introduction and enhanced use of productivity strategies 

a A combination of the foregoing 
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Reliance on staffing increases alone is rarely defensible. 

Productivity options are measures that preclude the need to hire staff (minimize staffing 
augmentation requirements) and enhance the quantity or quality of service delivered by 
staff that is in place (existing and new). We found little attention being paid to law 
enforcement productivity strategies within the NPS, except for equipment 
considerations. 

Productivity opportunities that may be available to NPS units center on the following 
areas: 

CJ Workload Reduction. The workforce surveys asked both rangers and 
park superintendents whether rangers perform any law enforcement or 
other activities that are perceived to be of questionable value. Rangers 
feel there are many. Superintendents feel there are few. About one-third 
of respondents commented on collateral duties, indicating, in various 
ways, that they are over-emphasized at the expense of law enforcement 
duties. Collateral duties mentioned most frequently were fee collection; 
visitor center duties; interpretation; transportation assignments. An 
additional 28% of rangers answered "no" -they perform no duties that are 
of questionable value. Over 90% of superintendents offered no comment 
on the question. 

Technologv. Transit systems parallel parks in that they have 
configurations that challenge deployment standards and are difficult and 
expensive to police cost effectively. Transit systems have achieved great 
success in monitoring dispersed facilities and low-density venues with 
CCTV. CCTV could be employed at strategic locations in parks. A 
number of parks that were visited employ portable sensing equipment, 
especially in backcountry areas. Intensified use of these devices, with or 
without signage, seems to hold great potential for expanded use. 

Contracting. While most units have mutual aid agreements for 
emergency situations and dispatching, we found few that have explored 
arrangements with adjacent/local police agencies for proactive patrols, 
follow-up investigations, or prisoner transportation, to cite several 
possibilities. Contracting has proven to be anything but simple for 
jurisdictions across the country, but still is worth examining. 

CJ Cross Training. We found very few directed efforts to leverage presence 
of many additional staff members and workers in park settings to assist 
with crime prevention and monitoring tasks. Fee collectors, maintenance 
workers, and natural resource professionals should be viewed as law 
enforcement team members, just as law enforcement rangers are viewed 
as resources for other park activities. 
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CJ Crime Prevention/Problem Solving. We have no evidence that NPS 
rangers, their supervisors, or park superintendents are routinely employing 
problem solving techniques, which have become a staple in municipal, 
county, and state police agencies. We have anecdotal evidence of 
problems that are subject to this approach and possible solutions. 
Concessionaire crime is one. Border parks have opportunities to employ 
problem-solving techniques successfully. 

CJ Training. Training, delivered in quantity and quality, is a proven correlate 
of productivity. A subsequent analysis will posit that NPS training 
practices are mixed. Basic is strong. Field training is non-existent. In­
service requires strengthening, especially in safety-related concentrations 
such as officer survival and defensive tactics. 

CJ Morale and Motivation. The ranger culture is embroidered with 
numerous disincentives. Rangers are frustrated with what appears to be 
inaction over, to them, core considerations: C-6 retirements; Ranger 
Careers; backlogged background investigations (seasonals); and an array 
of leadership issues. The uncountable number of hours of attention and 
discussion invested in these issues erodes productive capacity. 

Clearly defined objectives, discussed below, are crucial to maximized productivity. 
Additional productivity enhancing possibilities are itemized in Chapter V, "Workforce 
Perspectives." 

CJ CPTED Applications Redesign of access and egress and limitation to a 
few main entries can ease crime control in parks. Design of facilities 
within parks to limit opportunities for crimes of stealth should be 
considered. Visitor and camping areas should be constructed following 
the principles of Crime Prevention Through Environmental Design 
(CPTED). 

Concession Accountability In a number of parks a surprising proportion 
of incidents and investigations involve concession staff. These incidents, 
investigations and arrests consume ranger time. Establishing minimum 
standards and backgrounds for concession hires could reduce workload 
for rangers. 

lniurv and Accident Reduction New rangers have not dealt with a 
number of infrequent situations. Lack of experience leads to complacency 
and lack of preparedness. The result is often an avoidable injury. Field 
training to deal with these infrequent incidents could substantially reduce 
the potential for injury and accident due to lack of preparation. 

a Problem Solving Municipal police have realized important economies 
through the use of problem solving methodologies. Rangers trained in 
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problem solving would learn to address the underlying causes of incidents 
and look to some mechanism to address factors triggering incidents. 
Addressing underlying causes would reduce overall incident rates. 

Equipment Shortfalls Replacement of currently defective alarm systems 
could substantially reduce ranger call outs. Use of mobile detection 
devices and remote cameras could replace routine ranger patrols. In a 
few parks simply upgrading ranger vehicles would decrease the downtime 
rangers experience with frequent vehicle malfunctions. 

RECOMMENDATIONS 

To restore proactive law enforcement capacity and enhance ranger safety, the following 
actions should be taken: 

1. Increase the current complement of rangers by 615, the number of law 
enforcement rangers determined to be needed by the V-RAP process, and 
reported to Congress. 

2. Develop a plan that justifies allocation and scheduling of new rangers. 

The plan and subsequent deployment criteria should be developed and made at 
central f'/'JASO) and regional levels. We don't believe that the current park­
based "bidding/budget type" process will maximize the value-added potential of 
the incoming ranger force. Use of V-RAP factors, supplemented by crime and 
visitation incidence, and projections should be helpful. 

3. Multiply the value of current and future rangers by introducing productivity 
enhancement initiatives, park-by-park, and service-wide. 

4. Develop a law enforcement cost center. 

With a separate law enforcement cost center, costs for actual law enforcement 
duties will be able to be separated out from fire, search and rescue and 
emergency medical. Other collateral duties should also be separated and costs 
assessed. This will permit a clearer view of law enforcement costs. 

SECTION 4: GOALS AND OBJECTIVES 

The most current and comprehensive structure of NPS goals is documented in the 
National Park Service Strategic Plan (Draft, 5-15-2000). This plan, the second of its 
kind, complies with the Government Performance and Results Act of 1993 (GPRA). It 
"Sets goals that are measurable results directly supporting the NPS mission." The NPS 
has created four "Mission Goal Categories": 
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CJ Park Resources 

CJ Park Visitors 

CJ External Partnership Programs 

CJ Organizational Effectiveness 

The plan states that "Every NPS Park and program has its own strategic plan and 
annual performance plan which tier from the Statewide plans and the goals found in this 
strategic plan. Parks and programs have some flexibility to add park-specific goals to 
better align with their own mission." Within Mission Goal categories are three kinds of 
Servicewide goals: 

o Mission Goals that continue indefinitely 
o Long-term Goals that generally last five years 
o Annual Goals of only one-year duration 

Servicewide goals are stated as measurable outcomes (results), embedding 
performance measures into long-term goals to show relationships to annual goals. The 
plan sets forth an elaborate matrix that links NPS Mission and Long-Term goals to DOI 
goals. The governing Mission Goals are as follows: 

CJ Preserve Park Resources - Natural and cultural resources and 
associated values are protected, restored, and maintained in good 
condition and managed with their broader ecosystem and cultural content. 

Provide for the Public Enjoyment and Visitor Experience of Parks -
Visitors safely enjoy and are satisfied with the availability, accessibility, 
diversity, and quality of park facilities, services and appropriate 
recreational opportunities. 

CJ Strengthen and Preserve Natural and Cultural Resources and 
Enhance Recreational Opportunities Managed by Partners - Natural 
and cultural resources are conserved through formal partnership 
programs. 

Enhance Organizational Effectiveness - The National Park Service 
uses current management practices, systems, and technologies to 
accomplish its mission. 

The long-term goals established for the Organizational Effectiveness portion of the 
Mission Goals (to be achieved by 9-30-2005) exemplify the nature of Long-Term Goals 
throughout the Plan. (See Table 19.) 

59 



Policing the National Parks: 21st Century Requirements 

Table 19 

LONG-TERM ORGANIZATIONAL EFFECTIVENESS GOALS 

D Data-Systems: 66% of major NPS data systems are integrated/interfaced. 

D Workforce Stewardship: 75% of NPS employees are satisfied with their job; 75% of 
employees believe the organization is functioning effectively. 

Workforce Development Performance: 100% of employee performance agreements are 
linked to appropriate strategic and annual performance goals and position competencies. 

D Workforce Diversity: Increase the service wide representation of under-represented groups. 

D Employee Housing: 50% of employee house units listed in poor or fair condition in 1997 
assessments are rehabilitated to good condition, replaced, or removed. 

D Employee Safety: The NPS employee lost time injury rate will be at or below 4.49 per 
200,000 labor hours worked. 

Line-Item Construction: 100% of line-item projects ... meet 90% of cost, schedule, and 
construction parameters. 

D Land Acquisition: The average time between the appropriation and offer of just 
compensation is 171 days ... 

o Environmental Leadership: 100% of NPS units will undergo an environmental audit to 
determine baseline performance ... 

EVALUATION 

Law enforcement/protection objectives must define the ultimate ends or outcomes that 
rangers must strive to achieve. Objectives allow management functions to be directed 
toward their achievement. They are the prerequisite to managing by objectives. Law 
enforcement objectives should exist for the NPS as a whole, and be set forth in the 
strategic plan, and exist for each park. 

Objectives must be set for NPS rangers also. Logical relationships ("tiers," in the NPS 
strategic plan structure) must exist among levels of objectives. Objectives must be 
defined with sufficient precision to yield valid measurement. This requires that they be 
written. It is essential to measure the degree to which objectives are achieved 
(effectiveness) and the cost incurred to achieve them (productivity). Without valid 
effectiveness and productivity information, it is difficult to assess the performance of a 
law enforcement agency insightfully or to conduct many aspects of the management 
process rationally and successfully, including resource allocation. The NPS falls well 
short of meeting the foregoing requirements. 
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Evidence is ample that the NPS is in command of the principles and mechanics of 
objectives setting and measurement. The most recent Strategic Plan is outstanding in 
construction. It evidences careful thought and craftsmanship. Disappointingly, 
however, neither this document nor most others we have read directly addresses law 
enforcement objectives. We find this compelling in drawing impressions about the 
secondary status of law enforcement in the NPS. Further, two out of three park 
superintendents have not chosen, perhaps not had time or resources, to fashion law 
enforcement objectives. This inaction may also be attributable to absence of perceived 
need. Park superintendents are very secure in their own understanding of law 
enforcement objectives, as are a large majority of rangers. Simultaneously, a large 
number of rangers are not secure, 43%, which factors out to 682 permanent rangers. 
Almost 700 point-of-contact rangers are not clear on the outcomes they are to pursue. 
This is not acceptable. 

RECOMMENDATIONS 

The following actions should be taken to strengthen law enforcement objectives setting 
and measurement practices: 

1. Create tiered structures of law enforcement goals and objectives. 

Compatible, integrated structures must exist at the national level, in regions, and, 
in every park. The structure must include objectives for the Department (DOI), 
NPS, and each park unit. Objectives must specify the outcomes that they wish to 
achieve. All objectives must be measurable. Personnel from all major units 
should be involved in the development process. 

2. Ensure that objectives are set by groups that include all ranger ranks. 

3. Ensure that the objectives are sanctioned by appropriate executives. 

4. Ensure that objectives are documented and distributed to all personnel. 

5. Develop one or more measures of achievement for each objective. 

6. Ensure that objectives and measurements are used for planning, decision 
making, and performance evaluation at all levels of the NPS. 

A monthly/quarterly progress reporting system is advisable. 

7. Ensure that law enforcement objectives are reflected in the NPS strategic 
plan. 

8. Objective compliance should be one component of a restored operations 
evaluation process. 
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SECTION 5: TRAINING 

The National Park Service conducts a broad range of training. Oversight of all National 
Park Service training is assigned to a Chief, Training and Development. This officer is 
sited at the Horace M. Albright Training Center at the Grand Canyon. Training is 
focused in 16 career fields. Law enforcement and resource protection is the primary 
field for protection rangers.. Training is delivered at seven centers. Centers specialize 
in specific subject areas. The most relevant center for protection rangers is located at 
FLETC (Federal Law Enforcement Training Center) in Brunswick, Georgia. Rangers 
receive emergency medical and firefighting training at other centers. 

The ranger training staff is headed by a superintendent. He is assisted by a Manager 
for Law Enforcement and Resource Protection. An administrative officer, a clerk and 
four trainers also staff the FLETC Law Enforcement and Resource Protection Office. 
The four trainers are rangers on assignment. Two of the trainers specialize in firearms 
instruction, one in behavioral training and the fourth in defensive tactics and physical 
skills. A legal instructor works with this group. He is a former park service employee 
who now works for FLETC. Case Incident Reporting Manager, whose primary 
responsibility is to oversee the Park Service crime records works closely with the ranger 
training staff. This manager works for Ranger Activities and is simply sited with training, 
as is a park service employee development specialist. 

The Ranger Role. The ranger is a generalist. In addition to law enforcement, 
the protection function requires companion skills - emergency medical; firefighting (wild 
lands and structural); search and rescue; and specialty equipment operation, vessels. 
Rangers require resource knowledge and incident command capabilities. This 
protection role has important implications for training. The many and varied skills that 
must be mastered require a lengthy basic training. Frequent in-service/update training 
is required to maintain currency and certification in a very broad range of specialties. 

Growing demand for law enforcement services is generating pressures on rangers to 
specialize in law enforcement. Except in the largest units, specialization will not prevail. 
It is too expensive to establish parallel units for law enforcement, medical response, 
structural fire, wild-land fire, and search and rescue. For economy purposes, the 
multifunctional, multifaceted ranger will continue to exist. 

Basic Training - Permanent Rangers. Basic training for permanent protection 
rangers is provided at FLETC. The NPS pays all costs. The rangers/students are 
salaried. Protection rangers must attend FLETC within two years of appointment to a 
permanent position. Most trainees have previous law enforcement experience as a 
temporary protection ranger. In the class interviewed at FLETC, only two students had 
not served previously as a temporary protection ranger. Many have previous basic law 
enforcement training with local police agencies. 
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The curriculum for the basic course, "Land Management Training Program," was 
developed in 1977 to serve Park Service, Fish and Wildlife, Bureau of Land 
Management, U.S. Forest Service, and Tennessee Valley Authority rangers and 
officers. The course has been updated in 1982, 1986, 1988, 1990, and 1993. The core 
basic course consists of 479 hours of instruction, administration, and testing, requiring 
58 days for coverage. The NPS adds 56 hours on items specific to the park service. 

While curriculum is common, NPS rangers normally attend the basic only with other 
NPS rangers. Curriculum is taught by NPS instructors and full-time FLETC instructors. 
During fiscal year 1999, three Land Management basic courses were offered. Total 
enrollment was 46. 

The larger proportion of Training Center effort involves setting up, administering, and 
conducting the basic class for protection rangers. It takes up to two years lead-time to 
set up a course at FLETC. Competing with other federal agencies for classroom and 
dormitory space, NPS must alert FLETC well in advance of estimated numbers of 
trainees. Budgets are set one year previous and information needs to be provided well 
before the federal budget submission dates. This has obvious implications for adding 
staff to NPS. Extensive planning and lead-time will be needed. 

Basic Training - Temporary Rangers. Seasonal work is the traditional route to 
a full-time appointment. Completing a NPS-approved basic law enforcement course is 
a prerequisite for service as a seasonal ranger. Prospective seasonals must secure this 
training on their own and pay their own tuition and expenses. Course completion does 
not guarantee employment. 

The seasonal course is offered at twelve colleges and community colleges. A number 
of these offer degrees in resource management and have strong forestry or 
environmental programs. The seasonal basic training curriculum has been developed 
by federal trainers. The Park Service Law Enforcement Training Center staff 
periodically monitor the seasonal basic program for curriculum compliance. The NPS 
specifies lecture requirements and learning objectives. 

Currently, 258 hours of training are required to meet NPS standards. There are plans to 
increase the minimum to 300 hours. Providers must comply with a basic training plan. 
Some of the colleges add coursework extending the hours to as much as 500 hours. 
Context in which this basic course is offered varies. In some settings this basic class is 
part of a four-year curriculum for Environmental Protection. Table 20 profiles curriculum 
content. 
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Table 20 

SEASONAL BASIC LAW ENFORCEMENT CURRICULUM - 285 HOURS 

Curriculum Total Hours Classroom Practicum Laborato_!Y 

D Legal 58 hours 52 hours 6 hours --
D Behavioral 22 hours 9 hours 13 hours --
D Enforcement 74 hours 38 hours 34 hours 2 hours 

Techniques 
D Enforcement 30 hours 13 hours 12 hours 5 hours 

Operations 
D Law Enforcement 88 hours 25 hours 21 hours 42 hours 

Skills 
D NPS Specifics 13 hours 9 hours -- 4 hours 

Commissions. Upon completing the FLETC basic, permanent rangers receive a 
Type 1 commission. Upon completing the seasonal basic, and being hired, seasonals 
receive a Type 2 commission. The Type 2 commission is not authorized to serve 
warrants and to conduct major investigations. In practice, seasonal rangers perform the 
same duties as permanent rangers. Permanent and seasonal rangers work side-by­
side and replace each other on shifts. Warrant service and serious felony investigations 
are not common ranger duties and in the larger parks are conducted by criminal 
investigators. 

Field Training. Law enforcement retains aspects of a craft. A ranger can gain 
knowledge of the law and law enforcement techniques in a classroom. Knowledge must 
be reinforced by practice. In the police profession, practice, along with further 
instruction, occurs during field training. Working under the supervision of a number of 
experienced and specially trained officers, a new recruit is trained in a range of field 
situations, graded daily, counseled, and placed in remedial training, if necessary. The 
National Park Service does not have a formal field-training program for new rangers. A 
number of parks provide occasional field training, informally. Most do not. 

In-Service Training - Refresher. By policy, protection rangers are obligated to 
undergo 40 hours of law enforcement refresher training each year. The composition of 
the 40 hours is only loosely defined in 446 DM. It states that the 40 hours should 
include a legal update, a policy update, and no more than 8 hours of firearms training. 
Rangers are also responsible for emergency medical and fire refreshers. Responsibility 
for administration and control of refresher training is not centralized in the NPS. Each 
ranger is responsible for ensuring that training is received. Each park is responsible for 
scheduling, processing, and other associated administrative duties. Records of 
refresher training are kept at individual parks, in ranger personnel files. 

Assessment of the volume, content, and quality of refresher training is not achievable at 
this moment. Record keeping is localized at the park level. Training records are kept in 
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the files of the individual ranger's. Lesson plans are not maintained. Formal 
attendance lists and backup materials are not kept in designated locations. While policy 
specifies the need for 40 hours of refresher training, there is no mechanism to ensure 
that this is accomplished. There is no accountability system in place to ensure the 
integrity or completion of refresher training. Regional law enforcement coordinators are 
responsible for ensuring that refresher training occurs. 

Complying with the refresher mandate is difficult for many parks and rangers. 
Frequency of offerings, distance to the location where training is offered, and field 
coverage requirements limit opportunity to attend courses. Realizing the difficulties that 
local parks are having, the Park Service training staff at FLETC has attempted to assist 
by offering appropriate refresher training courses regionally. FLETC has also 
conducted train-the-trainer courses to increase faculty availability for regional offerings. 

Smaller parks encounter particular difficulty with refreshers. Non-standard approaches 
are being created to meet the mandate. Parks put on refreshers for several area parks. 
Rangers enroll in training at local police sites. Simply sitting down with a superintendent 
and discussing law enforcement and park issues is considered refresher training in 
some parks. 

In-Service Training - Advanced. In 1999, Park Service instructors trained 
2, 188 rangers and conducted 101 training events, logging a total of 11,024 training 
days: 2,670 basic training days; 8,354 in-service days. Comparison figures for 1997 
were 1,556 trainees, 68 training events and 9,654 training days. Advanced classes are 
available to permanent rangers only. Current advanced offerings are displayed in Table 
21. 

Table 21 

RANGER ADVANCED IN-SERVICE CLASSES 

Course Hours Location 

> Archaeological Resource Protection 40 Parks/Training Centers 
> Resource Law Enforcement 80 FLETC 

> Non-Lethal Control Instructor 64 FLETC 

> Law Enforcement for Managers 40 FLETC 
> Criminal Investigators Conference 40 FLETC 
> Basic Peer Support Training 24 Parks/Training Centers 
> Firearms Instructor 80 FLETC 
> Firearms Instructor Refresher 40 FLETC 
> Physical Fitness Coordinator Training 80 FLETC 
> Special Operations Training 80 Organ Pipe Cactus National Monument 
> Criminal Investigator 328 FLETC 
> Advanced Interviewing 40 FLETC 
> National Wildfire Investigation 40 FLETC 
> Technical Investigative Equipment 80 FLETC 
> Small Craft Enforcement Training 80 FLETC 
> Impact Weapons Instructor 36 FLETC 
> Advanced Physical Security 64 FLETC 

65 



Policing the National Parks: 21st Century Requirements 

Of the 101 courses offered in 1999, 25 were instructor-training courses. Instructor 
training has been focused upon the high demand law enforcement skills areas such as 
firearms, defensive· tactics, physical fitness, and driving. Of 101 deliveries in 1999, 63, 
62%, were delivered at field locations - at sites other than FLETC. 

NPS staff and officers from other agencies attend NPS in-service classes. Seven of the 
101 courses conducted in 1999 had either non-law enforcement or other agency 
participation. To assist with local refresher training FLETC provides federal legal, 
updates that can be used as a training aid and curriculum for a proportion of refresher 
training. 

EVALUATION 

The NPS training function has several strengths. Assets include a strong basic 
program, a solid, but limited advanced in-service program, and a knowledgeable and 
industrious management. The most glaring deficiency is total absence of field training. 
Refresher training practices fall short of professional requirements. We are not 
convinced that seasonals are receiving sufficient preparation. 

Field Training. The NPS does not comply with professional law enforcement 
standards in this area. Classroom training, lectures, labs, and practicum are essential. 
Equally essential is field application of the theory under the tutelage of experienced 
officers, trained to reinforce and supplement basic/classroom training. Without field 
training, new recruits take longer to become productive and accomplished, develop bad 
habits, and often founder. Liability potential increases. 

A field training program must be instituted. Responsibility for field training should be 
assigned to FLETC. This will necessitate additional staff and support resources. One 
of the popular formats used today, such as the San Jose Model, should be employed. 
Field training should be conducted in parks where there is sufficient and varied 
interaction to provide new rangers with the gamut of situations they are likely to 
encounter. Field training will be difficult to provide for seasonal recruits. With seasons 
often short, the standard field training would deny a park full use of the seasonal for the 
entire year. Reducing the length of field training is not recommended. This difficulty 
represents one more shortcoming of the seasonal concept. 

Refresher Training. The 40-hour yearly requirement for law enforcement 
refresher for both seasonal and permanent is consistent with best law enforcement 
practices and a goal worthy of positive acknowledgement. Record-keeping shortfalls 
preclude data-supported evaluation of how well or poorly refresher training goals are 
being achieved. Anecdotal evidence suggests that achievement is uneven, at best. 
Availability considerations - frequency and location of offerings, and park coverage 
considerations inhibit attendance opportunities. 
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Ranger development and effectiveness and liability exposure demand that NPS 
managers get a firm grasp on the condition of refresher training. Establishing a reliable 
refresher training database is an immediate priority. Without a dependable central or 
regional registry of refresher training and training audits, questions of compliance with 
policy can never be answered persuasively. Concern exists because rangers report a 
number of local parks that fail to comply with existing policies. 

The Park Service Law Enforcement Training Center at FLETC should document 
training. Names of rangers trained, names of instructors, times that training occurs, and 
testing scores are basic data requirement. Training reports should be accompanied by 
signed statements by superintendents and chief rangers attesting to accuracy of 
reports. The training office should conduct on-scene and follow-up audits to ensure 
accuracy of reports and compliance with policy. 

There will always be need to tailor refresher training to needs in individual parks - both 
the park's and individual rangers'. Standard, agency-wide refresher training also makes 
good sense for the NPS, whose rangers move from park to park. Common training and 
proficiencies among rangers brings managerial and operating flexibility and benefits. 
The Park Service training office should prepare service-wide refresher training curricula 
and training guides, annually. A short sequence should be left for park specific training. 
All training should have testing associated with it. Every trainer should be credentialed/ 
certified to delivery the training. 

Advanced In-Service. Overall, advanced training is sound. A wide range of 
specialty training is available. One additional area of training that would be of great 
assistance is management and leadership. Chief and district rangers should have more 
course work on coordinating and working with outside law enforcement agencies, 
developing cooperative agreements, and working more productively with other park 
departments and park constituencies. Maintaining records, accountability, incident 
command in managing fire, emergency medical, and search and rescue would assist in 
their protection function leadership capacity. Training for individuals in these positions 
should occur within six months of assuming positions. For protection rangers, we would 
like to see a more active presence in fire, search and rescue, and emergency medical 
service training. 

Two advanced in-service trainings should receive priority. Special Event Team Training 
should be coordinated at the national level by FLETC NPS training staff. Field skills 
refresher training should also be offered on a routine basis by FLETC staff to provide to 
rangers in the field experience in dealing with critical incidents that they don't often 
encounter. 

The National Training Office for Law Enforcement should be more active in coordinating 
emergency training. We also recommend a closer working relationship between law 
enforcement training and these specialties. An overall plan for integrating these 
specialties with the law enforcement function is needed. 
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Seasonal Ranger Training. Seasonal ranger training practices raise a wide 
range of serious concerns: 

o Seasonal rangers receive slightly more than half the training of permanent 
rangers. Yet, seasonal rangers basically do the same job as permanent 
rangers. 

o Quality of the. seasonal basic training, administered by twelve different 
institutions, is believed (by rangers) to be quite uneven. 

o It will be difficult to implement field training for seasonal rangers. 

o Seasonal rangers spend almost one-third of their duty time in refresher 
training each season. In mountain parks, seasonal rangers spend most of 
the early season simply meeting mandated training in law enforcement, 
firefighting, and emergency medical. 

If the NPS is intent on continuing to rely on seasonals as a resource pool, new and 
substantial investments in their training are clearly in order. In view of current 
conditions and trends, and predictable changes, it is not advisable to put any ranger in 
the field who performs the same work as a permanent ranger with less training than the 
permanent. 

RECOMMENDATIONS 

To strengthen NPS training, the following actions should be taken: 

1. Establish a Field Training Officer Program. 

This program should enhance and expand basic training and be administered by 
the FLETC training group. 

2. The seasonal basic program should be restructured. Future rangers 
should be hired as permanent subject to furlough employees to the extent 
practical and undergo the same training requirements as permanents. 

3. Centralize responsibility for refresher training at the Park Service National 
Training Center at FLETC. 

Lesson plans should be developed and distributed. Local trainers, following 
national guidelines, should conduct refresher training. The national office should 
maintain records on all refresher training. 

4. Audit refresher training to ensure that national standards are met. 
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5. Intensify the level of management and leadership training accorded to chief 
and supervising rangers. 

6. Develop closer coordination between Law Enforcement Training and Fire 
Training to ensure a close working relationship between the two 
emergency-based disciplines. 

7. Create a comprehensive and reliable training records database at a central 
location. 

SECTION 6: EMERGENCY COMMUNICATIONS 

Communications is a lifeline for law enforcement officers. When confronting uncertain 
or dangerous situations, the radio permits rangers to request assistance. The radio, 
telephone, and mobile computer enable law enforcement officers to gain information 
prior to approaching a subject. Access to quality communications is a major safety 
issue. 

The overall parameters of communications deployment throughout the National Park 
Service are not known at this time. A recent NPS-sanctioned survey provides some 
important data, but it is acknowledged that the vast majority of parks simply didn't reply 
to the questionnaire. This situation reinforces comments made elsewhere in this report 
concerning need for basic management information and greater accountability of local 
administrators. 

Governing Authority. No organizational locus of authority and responsibility for 
emergency communications exists in the NPS. Neither Director's Order #9 nor RM-9 
treats communications policies and procedures comprehensively. Chapter 2, Section 2-
2, Computerized Information Systems, endorses use of criminal justice information 
systems and sets forth rules and regulations for proper use of NCIC information. 

Communications Services Arrangements. Variations in availability and 
structure of emergency communications are extreme. A number of parks operate their 
own park communications system. A NPS survey conducted during 2000 revealed the 
following: 

CJ A large number of parks have dispatch handled by another agency. The 
survey found that 50 parks (38% of those responding) used this 
arrangement. At Castillo San Marco, for example, the local sheriff's office 
provides communications to protection rangers. Sheriffs are the most 
common providers under these arrangements. Arrangements exist, also, 
with the Forest Service and the Bureau of Land Management. 

CJ 48 of 133 responding parks (36%) operate their own communications 
system. Systems vary from 24-hour-a-day operations (Yellowstone) to 
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radio systems in use during the day shift only. In some parks the 
communications "center" is a secretary in an administrative office with a 
small base station (Canaveral National Seashore). 

o A less frequent but still prevalent arrangement features park-based 
dispatch during active hours and local agency service during late evening 
hours. Grand Teton, one example, operates its own dispatch 16 hours a 
day with night operations being handled by the local sheriffs office. Parks 
being covered partially by other agencies numbered 32 in the survey (24% 
of those responding). 

o A number of parks, especially those located in close proximity, share 
communications service. The Everglades, for example, provides dispatch 
services to Biscayne and Big Cypress. Eighteen parks (14% of those 
reporting) report this arrangement. 

o Some parks have no dispatch capabilities at all. Six of 133 survey 
respondents (5%) are in this category. 

o Joint operations are emerging among Interior agencies. A joint operation 
between the Forest and Park Services is being implemented in the 
Tetons. Joshua Tree is a partner in a dispatch center that serves BLM, 
Forest and Park Service. 

Parks that purchase dispatch services from other agencies report costs that range from 
$250 to $65,000. Most costs are modest, considering that the average law enforcement 
agency cost for a one-position communications center (24/365) is $350,000. To build 
staff and maintain a full-time dispatch center is beyond the resources of most parks. 

Equipment and Practices. Ranger vehicles are radio equipped. Rangers carry 
portables when not in vehicles. The NPS is not able to supply comprehensive and 
reliable servicewide information on number, age, and serviceability of either car radios 
or portables. 

Communications equipment tends to be older, some bordering on obsolete. Congress 
has mandated a move to narrow band digital. There has been little movement in this 
direction to date. Knowing that a change is on the horizon, managers have been 
hesitant to invest in upgrades and fixes to present communication equipment. 

Radio coverage is problematic in a number of parks. Receiving radio signals in 
mountainous and wooded terrain can be difficult. Dead spots are not uncommon. 
Almost all parks share their radio frequencies with other park operations. In fact, no 
park visited had a dedicated law enforcement frequency. There may be a few parks 
with dedicated protection channels. 
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Rangers frequently complain of difficulty gaining airtime. In parks such as the 
Everglades, where dispatch facilities are strained, this is a serious problem. At 
Everglades dispatch protection rangers compete with airplanes, field researchers, 
maintenance operations, and two other parks for the attention of the usual single 
dispatcher. 

EVALUATION 

Like many of the NPS law enforcement functions, systems, and practices we have 
reviewed, communications assets, problems, and needs are difficult to capture 
comprehensively and coherently. Information we do have and observations we have 
made reveal more needs than assets. Communications practices of the NPS meet only 
the most minimum professional standards. Shortfalls are easy to catalog. Rangers are 
often out of contact because of dead-spot situations. Rangers compete for airtime on 
shared frequency, which also precludes security of communications much of the time. 
Equipment is not what it should be. The willingness of local law enforcement agencies 
to support park law enforcement operations gives an enormous boost to the NPS 
communications capacity but is not dependable or sustainable. 

The current situation, which is commonly acknowledged throughout the Park Service, is 
easily explainable. It is rooted in a decentralization effort that left much undone and in 
fragmented authority and responsibility. No one officer, or office, seems to be in charge 
of communications. And for the same reason, not enough seems to be occurring to 
remedy the current situation. The most important step to take at this junction to address 
communications needs is to create an office of technology. Once accomplished, 
attention has to be devoted to needs assessment, an emergency communications 
master improvement plan, access considerations, criminal justice databases, standards 
for dispatchers, and emergency dispatch structural arrangements. Movement toward 
regional dispatch centers is a promising innovation to drive an entire agenda of change. 

The NPS must inventory its communications capacity. It must conduct an assessment 
that reveals, for every park in the system, assets, liabilities, and needs. Results should 
be compiled in the regions and forwarded to WASO. 

Needs assessment information should form the backdrop for development of a 
communications improvement master plan. This plan must be paired with a national 
plan to migrate to narrow band digital as mandated by Congress. This plan should 
specify implementation costs. 

In the interim the Park Service must ensure that every ranger has access to 
communications and access to crime information systems. 

The Park Service should establish, by policy, that every protection ranger has 
immediate communications access. In some parks, radio communications will always 
suffer dead spots. However, a great deal more can be done than is being done now to 
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ensure adequate radio coverage. Each park should be required to study and act to 
improve park radio coverage for protection rangers. In those areas where reasonable 
coverage is difficult or impossible to achieve through conventional radio, alternative 
technology such as satellite relay should be provided. 

All protection rangers must have immediate access to law enforcement databases such 
as NCIC and their local state information systems. These systems supply information 
on vehicles and suspects that rangers may be approaching. This is a safety issue. 
Protection rangers should have direct communications with area law enforcement 
agencies. This allows immediate request for assistance and promotes cooperative 
activity. In this context, local law enforcement includes Forest Service and BLM 
rangers. In a considerable number of parks the only back-up that a protection ranger 
has are officers from surrounding agencies. 

The NPS must ensure that every dispatch center is staffed with qualified/certified 
personnel - whether the center is a NPS operation or a local law enforcement 
operation. Certification information is not currently available. In view of safety and 
liability considerations, this is an intolerable management deficiency. 

Public safety dispatching is a demanding job. Turnover is high. It takes up to one year 
to fully train a dispatcher. It isn't until the third year that a dispatcher is fully functional. 
This is particularly true for dispatchers who handle protection rangers. Given protection 
rangers, more generous job duties, a protection dispatcher is likely to handle medical 
calls (Emergency Medical) and fire (wild lands and structural) as well as traditional law 
enforcement calls. This requires additional training (Emergency Medical Dispatch EMO) 
and learning on the job. Job characteristics such as shift work and holiday work limit 
applicants and retention. The stress of dealing with emergency situations, split-second 
decision making, and being constantly at the beck-and-call of the radio all take their toll. 
Accordingly, it is critical that a position classification be established for emergency 
dispatching that pays a sufficient salary to hold these crucial personnel. 

There is a need for the Service to develop a position classification for public safety 
dispatchers department-wide, and seek approval through OPM. The inconsistencies in 
classification and grade are evident service-wide and are a major concern to 
dispatchers in numerous parks. With the type of public safety dispatching being 
performed, which often deals with life-and-death decisions, a higher grade and pay is 
warranted. 

In addition, we recommend the development of a Field Training Module for Dispatch 
Operations and develop benchmark competency levels and certification forms as 
provided by the Association of Public Safety Communications Officials, Inc. We further 
recommend that access be through a dedicated law enforcement frequency or talk 
group to ensure that airtime is available when protection rangers need it, as required by 
446 DM. A dedicated frequency will also ensure privacy and confidentiality of 
transmissions, if it is encrypted. With sensitive matters discussed and criminal record 
information often being exchanged over rangers' radios, it is clearly not appropriate to 
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have a frequency shared by non-law enforcement personnel. Some state laws may in 
fact forbid Crime Information Center data from being conveyed over non-law 
enforcement channels. Dedicated law enforcement frequencies and talk groups are a 
rare commodity in the park service. (Note that the NPS employs many persons whose 
backgrounds are not thoroughly researched.) 

This is an appropriate time to consider regional dispatch centers. To meet the 
congressional mandate to convert to narrow band digital, new radio systems will have to 
be fielded in all parks. Coordinated regional implementation of new systems offer 
impressive economies of scale. With trunking technology, regional dispatch centers can 
address the other radio and dispatch needs of the parks. 

Location of regional centers is not a major issue. With new technologies distant centers 
can serve parks as well as local ones. For most parks, fielding their own center is cost 
prohibitive. 

RECOMMENDATIONS 

To upgrade communications capacity and promote officer safety, the following actions 
should be taken: 

1. Establish an Office of Technology at the WASO level to restructure NPS law 
enforcement communications and technology. 

2. Prepare a master plan to restructure law enforcement communications. 

3. Consider developing regional dispatch centers in concert with the 
mandated narrow band digital deployment. 

4. Establish comprehensive policy to regulate communications operations. 

o Establish policy to ensure that all protection rangers have access to 
emergency communications. These emergency communications should 
provide a "protection only" secure frequency or talk group for protection 
rangers. 

Establish policy to ensure that all protection rangers have access to crime 
information systems at the federal and state levels. 

o Establish policy to ensure that all protection rangers have the ability to 
communicate directly with local law enforcement agencies, especially if 
they serve at any time as backup for protection rangers. 

5. An agency-wide position description should be established for public 
safety dispatcher. 
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This emergency dispatcher classification should provide sufficient salary and 
benefits to attract and hold qualified personnel to this demanding and difficult job. 
This position description should also establish criteria of when a public safety 
dispatcher is needed. 

6. In addition, we recommend developing a Field Training Module for 
Dispatch Operations and develop benchmark competency levels and 
certification forms as provided by the Association of Public Safety 
Communications Officials, Inc. 

7. As an interim strategy, improve communication service to rangers through 
memorandums of understanding (MOU) and contracts with local 
communications centers. Regional cooperative efforts with other federal 
agencies should also be sought. 

SECTION 7: POLICIES AND PROCEDURES 

The law enforcement policies and procedures of the NPS are contained in two 
documents, Director's Order #9: Law Enforcement Program (00-9) and the Law 
Enforcement Reference Manual CRM-9). These documents were issued in March of 
2000, replacing NPS-9, Release No. 3, 1989. "D0-9 in conjunction with RM-9, 
establishes and defines standards and procedures for the National Park Service Law 
Enforcement Program," 00-9, 18 pages, address the NPS objective, authorities, 
including legislative law enforcement authority, and law enforcement chain of command 
and responsibilities. These items (2.5 pages) are followed by one page of "Controlling 
Policies": 

o Congressional Policy 
o Department of Interior Policy 
o National Park Service Policy 

These provisions place NPS policies within the governing framework of DM 446, the 
DOI Law Enforcement Handbook, which contains "directives and standards" that 
"implement statutory provisions, public law, and regulations relating to federal law 
enforcement." Fifteen pages of "Operational Policies, Procedures, and Standards" 
These topics address: 

o Law Enforcement Commissions 
o Ethics and Conduct 
o Jurisdiction 
o Cooperation with Other Law Enforcement Agencies 
o Administrative Responsibilities 
o Training 
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o Reporting Systems 
o Defensive Equipment and Tactics 
o Law Enforcement Vehicles and Vessels 
o Special Procedures 
o Emergencies 

Defensive Equipment and Tactics encompasses the NPS use-of-force policies. A 
closing provision covers Victim and Witness Assistance. 

RM-9 has nine chapters, with a varying number of sections, 35 in all, a "reserved" 
chapter, and three appendixes. Chapters include the following: 

o Law Enforcement Administration 
o Administrative Affairs and Systems 
o Internal Administration and Standards 
o Training Standards 
o Reporting Systems 
o Personal Defensive Equipment and Tactics 
o Law Enforcement Vehicles and Vessels 
o Special Procedures 
o Financial Management of Law Enforcement Agencies 

Section titles are displayed in Table 22. 

Two of the three appendixes are complete: 

o Title 43 Code of Federal Regulations, Employee Responsibilities and 
Conduct 

o 446 OM. 

The Memorandum of Understanding chapter is reserved. 

A number of courses have been held to review the new D0-9 and RM-9, about five to 
date. These are designed as train-the-trainers sessions. Several participants have 
reported that these courses concentrate on "changes" from the previous manual. It has 
been NPS practice to devote a portion of the annual in-service refresher to policing 
updates. It is expected that this practice will continue. 
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Table 22 

RM-9 CHAPTER AND SECTION TITLES 

Chapter 1 Law Enforcement Administration 

1-1 Law Enforcement Program 
1-2 Law Enforcement Authority 
1-3 Ethics and Conduct 
1-4 Jurisdiction 
1-5 Cooperation with Other Law Enforcement Agencies 

Chapter2 Administrative Affairs and Systems 

2-1 Public Information and Media Relations 
2-2 Computerized Information Systems 
2-3 Crime Prevention and Physical Security 
2-4 Evidence Management 

Chapter3 Internal Administration and Standards 

3-1 Commission and Background Investigations Procedures 
3-2 Internal Investigations 
3-3 Boards of Review and Inquiry 
3-4 Health and Fitness 
3-5 Applicant Selection (Reserved) 

Chapter4 Training Standards 

4-1 Commissioned Employee Training 
4-2 Firearms Training and Qualifications 
4-3 Intermediate Defensive Equipment Training 

Chapters Reporting Systems 

5-1 Case Incident Reporting System 
5-2 Violation Notices 
5-3 Collision Reports 
5-4 Serious Incident Notification 

Chapter& Personal Defensive Equipment and Tactics 

6-1 Use of Force 
6-2 Firearms 
6-3 Intermediate Defensive Equipment 
6-4 Restraining Devices and Prisoner Transport 
6-5 Uniforms, Grooming and Equipment 

Chapter7 Law Enforcement Vehicles and Vessels 

7-1 Law Enforcement Vehicles 
7-2 Law Enforcement Vessels 
7-3 Emei:g_en9'._Res_Q_onse, Pursuit and Roadblocks 
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Chapter 8 

Chapter 9 

Chapter 10 

Appendix I 

Appendix II 

Appendix Ill 

Table 22 (continued) 

RM-9 CHAPTER AND SECTION TITLES 

Special Procedures 

8-1 Foreign Nationals and Diplomatic Immunity 
8-2 Warrants 
8-3 Juveniles 
8-4 lmpoundment of Property 
8-5 Selective Traffic Enforcement and Checkpoints 
8-6 Dispatch Services/Operation of Communication Centers (Reserved) 

Financial Management of Law Enforcement Emergencies 

Criminal Investigations (Reserved) 

Law Enforcement Memorandum of Understanding (Reserved) 
Model Agreement with Cooperating Law Enforcement Agencies 

Title 43 Code of Federal Regulations, Part 20 
Employee Responsibilities and Conduct 

Departmental Manual 446 (446 DM) 
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EVALUATION 

The NPS undertook wholesale revision of policies and procedures in the mid-90s and 
completed the process just this past spring. This multi-year project, led most recently 
by the Ranger Activities Program, involved numerous NPS personnel. The product 
underwent frequent revision while in draft stages. Final approval was given by the 
Solicitor with the blessing of the Office of Managing Risk and Public Safety of the DOI. 

Policy and procedure work is and must be an ongoing endeavor in every law 
enforcement agency. Accordingly, the work done by the NPS to date should be viewed 
as a building block in an ongoing process, and not the conclusion to a six-year effort. 
The NPS body of policy and procedure still requires substantial strengthening - in 
organization, format/construction, coverage/content, and monitoring and compliance. 

The NPS policy situation suffers, somewhat unavoidably, from the sheer volume of 
information that must be conveyed to and consumed by rangers and other users. 
Consolidation of information and detailed indexing and cross referencing must be 
maximized to cope effectively with volume. The NPS has not maximized potential of 
these strategies. Information resides in three documents, 446 OM, D0-9, and RM-9. 
Although there is a table of contents for RM-9, it lacks sufficient detail to find a topic of 
interest easily. D0-9 refers users to RM-9 for details on a topic, but the reference is not 
specific to chapter and section, leaving the users to hunt through the entire document 
for the information in question. The RM-9 we received contains no index or the DM-446 
appendix that is referenced in the table of contents. At least one more major 
organizational reconstruction of existing materials is required to introduce basic user­
friendliness and access-efficiency. 

Policy manuals convey important and often complex information and instruction. RM-9 
is no exception. Even agencies that maintain high levels of consistency in law 
enforcement officer selection and training need to make operational and administrative 
directives easy to understand and implement. Especially because of the presence of 
seasonals, differences in their employment conditions, and the multi-task (non-law 
enforcement) concentration of duties of almost all rangers, the NPS has even greater 
than average variance in the knowledge and skill level of staff. 

It also has, therefore, a need to employ the most user-friendly directives format 
available. A consciously designed format was employed to construct RM-9. Each 
directive segregates "policy'' and "directives" (procedures). Directives may contain an 
introduction and definitions. (There are exceptions to this format). This construction is 
sensible and useful. At the same time, newer formats are available to convey complex 
material in a more digestible form. One of these is "information mapping." The NPS 
may want to consider this approach for new directives and major revisions of existing 
ones. 

Content issues are of greatest concern. Our review (by two independent reviewers, one 
a law enforcement specialist with a federal land management agency and one a police 
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chief with previous experience as a park police chief - non-federal) uncovered dozens 
of core omissions, unclear policies and/or procedures, and internal inconsistencies. 
Detailed lists of our observations can be forwarded for appraisal by appropriate NPS 
officials. 

The NPS does not appear to have an effective directives education program in place or 
in design. To master the updates of the new manuals and to clarify confusion with 
current policy and procedures, much more than the start-up train-the-trainers effort is 
required. As expeditiously as possible, training must occur for as many rangers as 
possible - all classes. Regional meetings are recommended, backed up with videos 
and a continuing stream of updates. We heard much criticism of the lecture format 
employed for the trainings to date. More "adult learning" concepts should be built into 
future offerings. Within a year, the NPS should test the degree to which directives are 
understood and being complied with. A uniform, service-wide testing procedure should 
be designed, at the national level, for application by park superintendents, with results 
supplied to the regions and WASO. 

RECOMMENDATIONS 

To strengthen the written directives situation, the following actions are recommended: 

1. Regard the recent release as a milestone, but also as only a starting point 
in the ongoing process of directives development and maintenance. 

2. Establish a formal program to coordinate, on a continuous basis, NPS law 
enforcement directives activities. 

We believe this program should function at the national level and be staffed by at 
least three specialists. 

3. Using the material forwarded by the IACP and reactions from the field, 
reexamine the newly issued directives for content gaps, internal 
inconsistencies, and non-compliance with professional law enforcement 
standards. 

4. Reorganize/supplement the manual, paying attention to grouping of materials, 
indexing, cross-referencing, and other user-access considerations. 

5. Consider reformatting the presentation of directives. 

6. Establish a program to assess user understanding and compliance. 
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SECTION 8: HUMAN RESOURCES MANAGEMENT - ORGANIZATION 

The National Park Service human resources practices are based on statutes, 
regulations, and policies. Relevant statutes include the Civil Service Reform Act, as 
amended, and the specific law enforcement authority granted in the National Park 
Service General Authorities Act Of 1976, which provides that "the Secretary of the 
Interior is authorized to designate, pursuant to standards prescribed in regulations by 
the Secretary, certain officers or employees of the Department of the Interior who shall 
maintain law enforcement law and order and protect persons and property within the 
areas of the National Park System." This statutory authorization is one basis for the 
application of policies promulgated by the Department of the Interior through 
Department Manual 446. The human resources program for law enforcement in the 
NPS must blend OPM statutory law and regulations, DOI statutory law and regulations, 
and NPS policies found in D0-9 and RM-9. 

Numerous offices have varying levels of responsibility for implementing portions of the 
foregoing authorities. Human resource management responsibilities for law 
enforcement are found in several offices within the NPS and outside the NPS in the DOI 
Office of Personnel Management. 

At the national level the National Park Service's human resource responsibilities for law 
enforcement are divided between two offices. The Associate Director for Operations 
and Education is responsible for managing Ranger Careers (per directive in 1994). 
Responsibilities include law enforcement retirement policy and position management 
(6c), developing and implementing commissioning standards, policies related to 
enforcement (medical standards and background investigations) and, most recently 
(August 2000), responsibility for law enforcement training. 

The Associate Director for Administration, through the Personnel Office, is responsible 
for managing the seasonal recruitment program (including law enforcement seasonals), 
personnel classification appeals, equal opportunity issues, bargaining/representation 
issues, and liaison to the Department of Interior and Office of Personnel Management 
for federal work/personnel practices. 

The Department of Interior, through its Department Manual (DM446) and its Office of 
Safety and Enforcement, has established minimum standards for training and standards 
for background investigations such as the Critical Sensitive level for background 
investigations. 

Recruitment, selection, promotion, continuing education, reward and discipline practices 
and occur at the field unit level. Each park or cluster of parks maintains personnel 
records, advertises for vacancies, undertakes promotions, and provides for awards and 
discipline. In some of the smaller units, these functions are provided by the seven 
regional personnel offices. 
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EVALUATION 

Subsequent sections will note flaws in the law enforcement recruitment process, 
seasonal hiring program, and other human resources practices. There is widespread 
dissatisfaction with a major human resources initiative - Ranger Careers. Current flaws 
are due in large part to fragmentation of the personnel function. In the NPS, human 
resource management of the law enforcement program is not a comprehensive 
function, where the various elements are integrated and complement one another. It is 
disjointed and, reportedly, sometimes contentious. Professional law enforcement 
managers and professional personnel specialists clash on policy and process issues. 
Whatever the reality of relationships, law enforcement personnel management does not 
seem to be receiving the comprehensive and professional attention that the program 
requires. 

RECOMMENDATION 

To strengthen the human resources function, the following action should be taken: 

Reorganize and place all aspects of human resources related to law enforcement 
function under the proposed Associate Director for Emergency Services and Law 
Enforcement. 

SECTION 9: HUMAN RESOURCES MANAGEMENT - RECRUITMENT AND 
SELECTION 

The NPS hires two categories of rangers for law enforcement assignment - permanent 
and seasonal. Permanent employees can work full-time or less than full-time. They can 
have full tenure or be classified as "permanent - subject to furlough" or "permanent part­
time." To become permanent requires meeting all basic qualifying standards for the 025 
park ranger series, including competitive testing, medical and other screening criteria. 
Permanent employees are recruited and selected by employing parks. There is no 
national intake program that conducts a park ranger test or forms an interview board to 
evaluate abilities, aptitude, or emotional stability to carry out law enforcement duties. 

Seasonal law enforcement rangers are hired for a short period of time to assist with 
summer/winter increases in visitation to specific parks. The employment period typically 
ranges from three to a maximum of six months. These rangers must obtain a required 
level of 285 hours of training, at their own expense, in order to qualify for seasonal jobs. 
The training is currently provided at 12 NPS certified academies throughout the U.S. For 
the most part, seasonal candidates apply in January of every year. They apply to a 
nationwide register maintained by the NPS Washington Personnel Office. After meeting 
basic qualification requirements, seasonal applicants are ranked by basic qualifications, 
knowledge, skills, and abilities. A list is forwarded from the centralized processing office 
to the employing park office. The seasonal law enforcement ranger is issued a restricted 
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commission that limits authority to handling misdemeanor violations, except for felonies 
where they assist in arrests or investigations. 

Selection - Permanent Rangers. Minimum qualifications are set forth in OPM 
standards for the Park Ranger (025) series. Educational standards do not require a 
college degree. Experience may be substituted. Vacancies are announced by 
individual parks. Announcements normally state that positions are available "only to 
status employees." Some are "all source" announcements. Applications are screened 
by park personnel officers to ensure minimum qualifications are met. Applications are 
then evaluated and competitively ranked on KSAs (knowledge, skills, and abilities), also 
by park personnel. A numerical score/ranking is established. A "Certificate of Eligibles" 
is prepared. The Certificate goes to the park hiring official. He/she selects the best 
candidate. An offer is then made. The offer may or may not be preceded by an 
interview. 

Candidates who accept offers are brought aboard. Medical and background 
examinations are conducted. The candidate/employee is not to engage in law 
enforcement work until both examinations are successfully completed. 

The candidate is then sent to the FLETC for basic training. Currently, the waiting period 
can be six months, sometimes more. Until departure for basic, law enforcement work is 
prohibited. 

Candidates do not undergo a written entrance examination, an oral screening, or a 
psychological examination/screening. 

Performance Evaluation. Three evaluations are to be conducted, two "informal" 
mid-seasons and one formal annual. Each supervisor is required to develop written 
performance standards. There is also a service-wide "generic" performance 
management plan. 

Promotion. The promotion system is modeled upon, or just parallels, the entry­
level selection process. 

Ranger Careers. After a number of years of work, Ranger Careers was 
approved by the Director in 1994. Ranger Careers was/is a plan for comprehensive 
restructuring of the ranger human resources function. It features these elements: 

o Centralized recruitment 

o Centralized testing 

o A central registry of qualified candidates 

o Enhanced qualification standards 

o Testing standards 
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Cl New position descriptions 

CJ Pay equity 

Implementation began, but foundered several years ago. 

EVALUATION 

The NPS human resources system has serious flaws and does not begin to approach 
professional law enforcement requirements. To correct the current situation requires 
thorough restructuring of current practices. Principal reexamination must be directed to 
these concerns: 

CJ Entry-Level Standards. They must be based on a law enforcement job 
analysis. 

Testing. This process must include a written examination, an interview, 
and psychological screening. 

CJ Probation. A six to 12-month probationary period should be considered. 

CJ Promotional Process. Also to be job-analysis based, a competitive 
system is required. 

Many required elements were addressed in Ranger Careers. This program should be 
reactivated. To accomplish the restructuring that is required, the NPS is urged to create 
the centralized law enforcement human resources office discussed in the previous 
section, at WASO. 

RECOMMENDATIONS 

To strengthen the human resources function, the following actions should be taken: 

1. Establish a nationwide, centralized recruitment program. 

2. Establish a nationwide, centralized eligibility register. 

3. Restructure the law enforcement selection process in its entirety. Ensure 
that from job analysis to completion of basic training the program complies 
with professional law enforcement standards. 

4. Restructure the law enforcement promotion process, in its entirety. Ensure 
that it complies with professional law enforcement standards. 

5. Reinvigorate Ranger Careers. 
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CHAPTER Ill: THE STATE OF PARK LAW ENFORCEMENT - WORKFORCE 
PERSPECTIVES 

A series of rank and position-inclusive law enforcement focus group discussions yielded 
broad and penetrating insights into the values, culture, concerns, and change 
preferences of rangers, ranger managers, and park superintendents. The discussions 
produced information on the nature and effectiveness of ranger operations. The 
foundation of focus group information and findings was further built upon through a 
service-wide workforce survey. This chapter captures the state of park law enforcement 
reflected by the surveys. 

SECTION 1: SURVEY OBJECTIVES 

Two populations were surveyed, rangers and park superintendents. Participation was 
voluntary. Responses were anonymous. The Ranger Survey was distributed to every 
ranger, special agent, district ranger, chief ranger, and staff park ranger, a total of 
1,528. Responses were received from 942 rangers, 62%. We processed 869 of these, 
57% of the total distribution. (The remainder were submitted well after deadline.) 
Processed returns, by position class, were as follows: 

CJ Ranger (commissioned) 562 ( 64.7%) 

CJ Special Agents 30 ( 3.4%) 

CJ District Rangers 112 ( 12.9%) 

CJ Chief Rangers 131 ( 15.1%) 

CJ Staff Park Rangers 27 ( 3.1%) 

CJ Declined to State _]_ ( 0.8%) 
869 (100.0%) 

The Park Superintendents Survey was distributed to every park superintendent in the 
system, a total of 376. Responses totaled 160, 43%. Eleven (11) surveys could not be 
processed due to late arrival for inclusion in findings, reducing this database to 149 
responses, 40%. 

The surveys were designed to elicit opinions about the following areas: 

o Safety. Judgments concerning law enforcement capacity to safeguard 
natural resources, visitors, and personal safety. 

o Objectives. Judgments concerning outcomes sought by the NPS and 
individual parks. 

o Job Preparation and Direction. Judgments concerning effectiveness of 
basic training; in-service training; training of park superintendents; policies 
and procedures; supervision. 
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o Career Conditions. Judgments concerning recruitment; selection; 
promotion; job assignment practices; discipline; and performance 
evaluation. 

o Management Obligations. Judgments concerning accountability; 
program evaluation; equipment and technology. 

o Innovation. Recommendations for improving the NPS law enforcement 
function. 

The two surveys were not identical in construction but included a number of parallel 
questions. 

SECTION 2: SURVEY RESULTS - OVERVIEW 

An overview of survey results is presented in Tables 23, 24, and 25. Tables 23 and 24 
summarize the responses of rangers and superintendents, separately, to survey items. 
Responses are ranked from most to least favorable, using the "satisfactory" rating. 
Table 25 presents an inter-class comparison of favorable ratings among five classes of 
rangers and park superintendents. Rangers returned favorable ratings on only four of 
18 practices and conditions examined, 22%. By contrast, park superintendents 
responded favorably on nine of thirteen, 69%. Inter-class comparison reveals 
significant variation among classes of rangers. Favorable ratings correlate positively 
with rank/position - higher ranks and positions regard practices and condition more 
favorably. 

SAFETY 

Both rangers and park superintendents were asked to judge the capacity of the NPS to 
safeguard visitors, natural resources, employees, and the personal safety of rangers. 
Perspectives were also sought on the capacity of current communications systems, a 
lifeline issue for rangers. 

Visitors and Workers. Rangers deem their capacity to safeguard park visitors, 
and park workers, to be distinctly less than satisfactory. Over two-thirds rate their ability 
as unsatisfactory (40.0%) or neither satisfactory nor unsatisfactory (29%). Just over 
30.0% consider their ability to be satisfactory. 

!Visitor Safety: Satisfactory 

o Rangers 31% 
o Superintendents 66% 
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Table 23 

WORKFORCE SURVEY RESULTS - RANGERS 

Neither Satisfactory 
Satisfactory Nor Unsatisfactory Unsatisfactory 

Practices & Conditions 1%1 _l%l % 

Satisfactory to a Majority 

D Objectives - NPS 71.2 18.0 10.8 

D Basic Training 69.1 21.1 9.7 

D Safety - Ranger 62.6 21.8 15.6 

Not Satisfactory to a Majority 

D Objectives - Park 57.3 22.0 20.7 

D Ranger Careers 49.7 24.0 26.3 

D In-Service Training 48.4 30.4 21.2 

D Direction/Supervision 45.8 23.1 31.1 

D Policies & Procedures 35.2 32.2 32.6 

D Equipment & Technology 32.9 26.3 40.8 

D Safety - Visitors 30.9 28.9 40.1 

D Promotion Practices 30.3 24.3 45.3 

D Performance Evaluation 27.2 22.3 50.5 

D Discipline Practices 26.2 23.5 50.3 

D Program Evaluation 23.1 27.1 49.8 

D Communications Systems/ 23.0 17.9 59.1 
Technology 

D Safety - Natural Resources 20.1 25.3 54.5 

D Accountability- 14.3 19.1 66.5 
Superintendents 

D Recruitment & Selection 10.2 17.5 72.3 
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Table 24 

WORKFORCE SURVEY RESULTS - SUPERINTENDENTS 

Neither Satisfactory 
Satisfactory Nor Unsatisfactory Unsatisfactory 

Practices & Conditions _(%) (%) % 

Satisfactory to a Majority 

0 Objectives - NPS 86.6 10.7 2.7 

0 Ranger Careers 70.3 16.2 13.5 

0 Equipment & Technology 70.1 21.8 8.2 

0 Accountability 67.6 21.2 11.2 

0 Training 67.4 23.3 9.4 

0 Safety - Visitors 65.5 18.9 15.5 

0 Safety - Ranger 62.6 22.0 15.2 

0 Direction/Supervision 61.7 27.5 10.7 

0 Program Evaluation 53.8 25.2 21.1 

Not Satisfactory to a Majority 

0 Safety - Natural Resources 49.7 24.8 25.5 

0 Communications Systems/ 34.9 20.8 44.3 

Technology 

0 Formal Objectives - Park 29.9 (Yes) -- 70.1 (No) 
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Table 25 

WORKFORCE SURVEY INTER-CLASS COMPARISON 
FAVORABLE RATINGS 

Practice/Condition Comm. Rangers Special Agents District Rangers Chief Rangers Staff Rangers Superintendents 

0 Objectives - NPS 65.2 80.0 79.5 86.3 74.0 86.6 

0 Training - Basic 65.0 76.7 81.2 73.4 73.t --
0 Safety - Ranger 59.3 73.3 65.7 69.5 70.3 62.6 

0 Objectives - Park 49.5 70.0 66.1 76.8 77.0 --
0 Ranger Careers 43.0 53.4 55.4 70.7 57.6 70.3 

0 Training - In-Service 46.3 73.3 46.5 50.8 60.0 67.4 

0 Direction/Supervision 41.4 46.6 55.5 56.3 50.0 61.7 

0 Policies & Procedures 28.4 36.7 43.7 57.9 34.6 --
0 Equipment & Technology 31.3 40.0 33.3 38.3 34.6 70.1 

0 Safety - Visitors 28.3 26.7 31.3 42.0 40.7 65.5 

0 Promotional Practices 24.0 26.7 42.3 46.5 30.7 --
0 Performance Evaluation 26.5 23.3 25.2 31.8 30.8 --
0 Discipline 24.1 10.0 27.9 34.9 38.5 --
0 Communications System/ 22.0 23.4 25.2 25.2 25.9 34.9 

Technology 

0 Program Evaluation 19.8 13.3 24.3 38.3 24.0 53.8 

Safety - Natural Resources 17.2 20.0 22.5 30.5 25.9 49.7 

Accountability - Superintendents 12.0 3.3 17.2 22.3 23.1 67.6 

0 Recruiting & Selection 8.3 10.0 8.1 20.7 11.5 --
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The inter-class pattern that appears consistently appears on this issue. Responses 
become more favorable with rank and non-field assignment. Satisfactory ratings by 
position class are as follows: commissioned rangers, 29%; special agent, 27%; district 
ranger, 31%; chief ranger, 42%; staff park rangers, 41%. Park superintendents have a 
decidedly more positive view than rangers. Two-thirds consider the ability of the park to 
safeguard visitors and workers to be satisfactory. A small minority, 16%, considers 
ability to be unsatisfactory. 

Resources. Rangers consider their capacity to protect natural resources, 
facilities, and equipment to be even less adequate than their capacity to protect visitors. 
Over half of respondents, 55%, consider their capacity to be unsatisfactory and 29% 
consider their capacity to be neither satisfactory nor unsatisfactory. Only one of every 
five rangers has confidence in NPS capacity. 

!Natural Resources: Satisfactory 

o Rangers 20% 
o Superintendents 50% 

Neither 

25% 
25% 

Unsatisfactoryl 

55% 
26% 

Inter-class comparison reveals greater consistency on this issue than many others. 
Unsatisfactory ratings, by class, are as follows: commissioned rangers, 56%; special 
agents, 60%; district rangers, 51 %; chief rangers, 49%; staff park rangers, 56%. 

Park superintendents also believe resources are at greater risk than visitors, but not to 
the degree that rangers do. One quarter (26%) consider the capacity to be 
unsatisfactory. Half (50%) feel protection ability is satisfactory. 

Ranger. Rangers are highly confident in their ability to safeguard themselves. 
Almost two-thirds regard their ability to safeguard themselves to be satisfactory. A 
minority, 16%, feels their ability is unsatisfactory. Superintendent responses match 
ranger responses, identically. Ability is regarded to be satisfactory by 63%, and 
unsatisfactory by 15%. 

!Ranger Safety: Satisfactory 

o Rangers 63% 
o Superintendents 63% 

Neither 

22% 
22% 

Unsatisfactoryl 

16% 
15% 

Communications Systems. Almost 60% of rangers regard their 
communications systems to be unsatisfactory. Less than one quarter regard their 
systems to be satisfactory. Superintendents tend to concur. Over 40% deem 
communications systems to be unsatisfactory. The level of dissatisfaction will not come 
as a surprise to NPS executives. 
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!communications Safety: Satisfactory 

o Rangers· 
o Superintendents 

OBJECTIVES 

23% 
35% 

Neither 

18% 
21% 

Unsatisfactoryl 

59% 
44% 

Rangers were asked to rate their understanding of NPS and park law enforcement 
objectives. Responses were positive overall, with understanding of NPS objectives 
exceeding understanding of park objectives. Seventy-one percent (71%) consider their 
understanding of NPS law enforcement objectives to be satisfactory compared to 57% 
who find the understanding of park objectives to be satisfactory. 

!NPS Objectives: Satisfactory 

o Rangers 71% 
o Superintendents 87% 

!Park Objectives: Satisfactory 

o Rangers 57% 

Neither 

18% 
11% 

Neither 

22% 

Unsatisfactoryl 

11% 
3% 

Unsatisfactoryl 

21% 

Unsatisfactory (lack of understanding) rates were 11 % with regard to NPS objectives 
and 21% with regard to park objectives. The 21% response is cause for concern. One 
of every five rangers (all classes) is unclear about expected accomplishments. An 
additional 22% report being neither clear nor unclear. In total, almost half of all rangers 
are not able to declare clear understanding of desired park law enforcement objectives. 
The 23% and 25% ratings on park objectives are striking. There is a clear need for 
objectives setting and communications work at the park level. 

Park superintendents report superior understanding of NPS objectives. Almost 87% 
declare their understanding of NPS law enforcement objectives to be satisfactory. 

Less than one-third of superintendents, 29%, report that written law enforcement 
objectives have been developed for the parks that they manage. The NPS would do 
well to conduct a national review of the consistency of park objectives, park-by-park 
validity, technical quality, including measurability, and dissemination processes (to 
rangers). This endeavor might help to create the national structure of objectives that is 
so sorely needed. 
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JOB PREPARATION AND DIRECTION 

Basic training, in-service and advanced training, policies and procedures, and direction 
and guidance (leadership supervision) are the fundamental job preparation and 
direction practices and conditions selected for survey. 

Basic Training - Rangers. Over two-thirds of respondents rate their basic 
training experience as satisfactory. Basic was reported as unsatisfactory by only 10%, 
while 21 % reported their experience to be neither satisfactory nor unsatisfactory. 
Rating patterns were relatively similar among positions. 

!Basic Training: Satisfactory Neither U nsatisfactoryl 

o Rangers 69% 21% 10% 

While these data suggest some need to examine improvement possibilities, the 
response is quite positive. 

In-Service Training - Rangers. A different pattern emerges from ratings of in­
service training. Less than a majority regard in-service training to be satisfactory. 
Twenty-one percent (21%) regard training to be unsatisfactory, while 30% consider it to 
be neither satisfactory nor unsatisfactory. 

!in-Service Training: Satisfactory Neither Unsatisfactoryl 

o Rangers 48% 30% 21% 

Responses from classes of rangers parallels the aggregate pattern, with the exception 
of special agents. This class reports a 17% unsatisfactory rating, not dramatically 
different from the 21 % overall rating, but also reports a 73% satisfactory rating, far 
above the aggregate rating of 48%. Chief rangers are somewhat less dissatisfied than 
respondents as a whole, 14% compared to 21%. 

The NPS appears to have a serious shortfall in either amount or quality of in-service 
training being supplied to commissioned rangers. Field interviews suggest shortfalls of 
each kind. Inadequacies in the NPS training database preclude objective, data­
supported evaluation of many dimensions of in-service training. 

Law Enforcement Training - Superintendents. Superintendents consider 
themselves to be well trained to lead and manage the park law enforcement function. 
Just over two-thirds believe that the law enforcement training received is satisfactory. 
Only 9% rate their training as unsatisfactory. The remainder are ambivalent about their 
training/preparation. 
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Law Enforcement 
Su erintendents: Satisfacto Neither Unsatisfacto 

o Superintendents 67% 23% 9% 

Field interviews indicate, unmistakably, that rangers would challenge the positive view 
held by superintendents. Rangers believe that many superintendents - too many - fail 
to possess an adequate grasp of law enforcement requirements. (Recall that 42% of 
superintendents have never served as law enforcement rangers.) 

Policies and Procedures. A high level of dissatisfaction was registered in 
regard to policies and procedures. Almost one-third of respondents rate the value of 
written policies and procedures to be unsatisfactory for guiding/governing actions. 
Another third finds them to be neither satisfactory nor unsatisfactory. The remaining 
third regards them to be satisfactory. 

!Policies & Procedures: Satisfactory Neither Unsatisfactory) 

o Rangers 35% 32% 33% 

Variation in ratings among classes of positions correlates distinctly with rank, the higher 
ranks having far less dissatisfaction. Commissioned rangers registered an 
unsatisfactory rating of 39%, compared to, for example, 14% for chief rangers. The 
positive (satisfactory) rating from chief rangers is 58% compared to 29% for 
commissioned rangers. Just over 40% of district rangers regard policies and 
procedures to be satisfactory. Their unsatisfactory rating is 25%. 

Direction and Guidance. Somewhat less than half of rangers regard 
supervision to be satisfactory. Twenty-three percent rate supervision as neither 
satisfactory nor unsatisfactory. Nearly one-third consider supervision to be 
unsatisfactory. 

!Direction/Guidance: 

o Rangers 
o Superintendents 

Satisfactory 

46% 
62% 

Neither 

23% 
28% 

Unsatisfactofyt 

31% 
11% 

Variations among position classes are evident, conforming to the general pattern of 
highest dissatisfaction at the lowest rank and great satisfaction at higher ranks. 
Proportion of commissioned rangers that judge supervision to be unsatisfactory is 36%, 
compared to 20% for special agents, 21 % for district rangers, 23% for chief rangers, 
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and 20% for staff park rangers. District rangers and chief rangers are most satisfied, 
with 55% of district rangers and 56% of chief rangers rating supervision as satisfactory. 

Superintendents feel far better served by their immediate superiors. Just about 62% 
rate the direction and guidance from their superiors, on law enforcement matters, to be 
satisfactory. Only 11 % rate it as unsatisfactory. 

CAREER CONDITIONS 

Recruitment, selection, promotion, job assignment, discipline, and performance 
evaluation are the practices and conditions selected for survey. In addition to their 
inherent significance for building and maintaining an effective law enforcement capacity, 
these functions are central to workforce motivation and/or dysfunction. Ranger Careers, 
a major NPS initiative, was added for survey evaluation purposes. 

Recruitment and Selection. Unrivaled in dimension is the negative rating 
assigned to recruitment and selection practices, just over 72%. Even the class that 
reacted most favorably, chief rangers, delivered a 60% negative rating. 

!Recruitment/Selection: Satisfactory Neither Unsatisfactoryl 

o Rangers 10% 18% 72% 

A litany of shortcoming in these crucial areas was introduced in the previous chapter. 

Promotion and Job Assignment. Promotion practices drew a heavy negative, 
45%, from rangers. One-quarter regard current practices neutrally, neither satisfactory 
nor unsatisfactory, leaving 30% of respondents who consider practices to be 
satisfactory. 

!Promotion: Satisfactory Neither U nsatisfactoryl 

o Rangers 30% 24% 45% 

The frequently evident gap in perceptions/satisfaction between commissioned rangers 
and their supervisors is distinct in this area of practice as well. Twenty-four percent 
(24%) of rangers regard promotion and assignment practices to be satisfactory. 
Comparative responses from supervisors/managers are as follows: district managers -
42%; and chief rangers - 47%. Staff park rangers have views that are closer to the 
commissioned rangers, a 31% satisfactory rating. 
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Discipline. Administration of discipline is one more category of practice 
characterized by high negatives. Just about 50% of respondents consider current 
practices to be unsatisfactory and 24% more neither satisfactory nor unsatisfactory. 
Three-quarters of respondents did not opt for a positive response. 

!Discipline: Satisfactory Neither U nsatisfactoryf 

o Rangers 26% 24% 50% 

Even those individuals who render and review disciplinary decisions are critical of the 
system. Negative responses (unsatisfactory) by position class, were as follows: 
commissioned rangers, 53%; special agents, 77%; district rangers 47%; chief rangers, 
40%; staff park rangers, 46%. The response of special agents - those who conduct 
internal affairs investigations, is particularly compelling and indicative of a broken 
system. 

Performance Evaluation. Performance evaluation is regarded somewhat more 
negatively than promotion practices. Just over 50% of respondents consider current 
practices to be unsatisfactory. They are considered to be satisfactory by 27%, 
somewhat less than half of that number. 

!Performance Evaluation: Satisfactory Neither U nsatisfactoryf 

o Rangers 27% 22% 51% 

Dissatisfaction with current practices is distributed somewhat more consistently among 
classes of position in this instance than in many others. Negative ratings are high for 
every class. The proportion of commissioned rangers that consider performance 
evaluation practices to be unsatisfactory is 51%. This compares to 53% for special 
agents; 57% for district rangers; 40% for chief rangers; and 42% for staff park rangers. 
The NPS has considerable work to do to upgrade performance evaluation practices. 

Ranger Careers. Implementation progress on this plan, devised to eliminate 
perceived inequities and tangible dissatisfaction in job classification, pay, and 
retirement, is regarded more positively than negatively or neutrally, but not by a 
majority. Close to 50% regard implementation to be proceeding satisfactorily. One­
quarter of respondents consider implementation to be unsatisfactory. Another quarter 
consider implementation to be neither satisfactory nor unsatisfactory. 

!Ranger Careers: Satisfactory Neither Unsatisfactoryf 

D Rangers 50% 24% 26% 
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Supervisors and managers judge implementation more favorably than commissioned 
rangers. Satisfaction ratings are as follows: chief rangers, 71 %; staff park rangers, 
58%; district rangers, 55%; special agents, 54%; commissioned rangers, 43%. 

MANAGEMENT OBLIGATIONS 

Accountability, program evaluation, and prov1s1on of equipment and contemporary 
technology are three priority concerns that emerged from focus group discussions that 
were selected for further examination. 

Accountability. Two-thirds of rangers believe that the degree to which park 
superintendents are held accountable for law enforcement program administration is 
unsatisfactory. The positive (satisfactory) rating was on!y 14%. 

I.Accountability: 

D Rangers 
D Superintendents 

Satisfactory 

14% 
68% 

Neither 

19% 
21% 

UnsatisfactofYI 

67% 
11% 

Every class of ranger considers accountability practices to be unsatisfactory: 
commissioned rangers, 70%; special agents, 83%; district rangers, 64%; chief rangers, 
52%; and staff park rangers, 69%. 

Park superintendents judge practices quite differently. Two-thirds of park 
superintendents believe that the degree to which they are held accountable for their 
management of the law enforcement program is satisfactory. Only 11 % regard 
accountability practices as unsatisfactory. A sizeable portion, 21 %, feel it is neither 
satisfactory nor unsatisfactory. 

Program Evaluation. Almost half of ranger respondents consider program 
evaluation practices to be unsatisfactory. Half that number, 23%, consider practices to 
be satisfactory. A large proportion, 27%, opts for neither satisfactory nor unsatisfactory. 

!Program Evaluation: 

D Rangers 
D Superintendents 

Satisfactory 

23% 
54% 

Neither 

27% 
25% 

UnsatisfactofYI 

50% 
21% 

Measurable variation characterizes responses from classes. Special agents reported 
dissatisfaction at the 77% level; commissioned rangers at 54%; while unsatisfactory 
ratings from other classes ranged from 39% for chief rangers to 49% for district rangers. 
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Park superintendents regard program evaluation practices much more favorably than 
rangers, but only slightly more so than ranger supervisors. Just over 50% of 
superintendents consider evaluation practices to be satisfactory. A sizeable portion, 
however, 21%, consider them to be unsatisfactory. 

Equipment and Technology. Just over 40% of rangers believe that the amount 
and quality of law enforcement equipment, technology, and information provided is 
unsatisfactory. One-third believe conditions to be satisfactory. A large proportion of 
respondents 26% find conditions to be neither satisfactory nor unsatisfactory. 

!Equipment & Technology: Satisfactory 

o Rangers 
o Superintendents 

33% 
70% 

Neither 

26% 
22% 

U nsatisfactoryl 

41% 
8% 

Variations in responses among classes of positions are not extreme, though 
observable. Unsatisfactory ratings, by class, are as follows: commissioned rangers, 
44%, special agents, 40%; district rangers, 37%; chief rangers, 33%, staff park rangers, 
35%. 

More striking is an extraordinary disparity between judgements of park superintendents 
and all classes of rangers. Seventy percent of superintendents regard the amount and 
quality of law enforcement equipment, technology, and information provided to rangers 
to be satisfactory. The highest satisfactory rating among ranger classes was by special 
agents at 40%, followed by chief rangers at 38%. 

SECTION 3: GENDER RESPONSES 

The values, perspectives, and interests of female rangers is currently a priority interest 
of the NPS. It should be informative to note that survey responses of female rangers 
did not differ in any statistically significant way from those of male rangers, on any item 
in the survey. 

Table 26 displays the mean response to all survey items from all male and female 
respondents (all classes and positions). Overall, female respondents are somewhat 
younger (39 years of age compared to 42) and have slightly less experience (13 years 
compared to 16) and are somewhat better educated (not shown in Table 26). The 
mean scores (column 3) reflect the composite response on the five option survey scale 
(unsatisfactory to satisfactory - one to five). Application of two statistical techniques, 
analysis of variance, and the Pearson Chi-Square, confirm consistency of gender 
response. For statistical significance, the mean value (Column 3 on table 26) would 
have to fall outside of the 95% confidence interval for means (Columns 5 and 6 on table 
26). 
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Table 26 

GENDER RESPONSES - MEAN RATINGS 

95% Confidence Interval 
for Mean* 

Std. Lower Upper 
N Mean Deviation Std. Error Bound Bound Minimum Maximum 

Age Male 719 42.0028 7.9916 .2980 41.4177 42.5879 22.00 66.00 
Female 134 39.3284 6.3551 .5490 38.2425 40.4143 23.00 57.00 
Total 853 41.5826 7.8150 .2676 41.0575 42.1078 22.00 66.00 

Years with NPS Male 724 16.1934 7.7335 .2874 15.6291 16.7576 . .00 37.00 
Female 136 13.8750 6.1397 .5265 12.8338 14.9162 1.00 31.00 
Total 860 15.8267 7.5485 .2574 15.3215 16.3320 00 37.00 

NPS Enforcement Objectives Male 724 3.9724 1.0633 3.952E-02 3.8948 4.0500 1.00 5.00 
Female 136 3.8309 .9627 8.255E-02 3.6676 3.9941 1.00 5.00 
Total 860 3.9500 1.0488 3.576E-02 3.8798 4.0202 1.00 5.00 

Park Enforcement Objectives Male 717 3.5941 1.2590 4.702E-02 3.5018 3.6865 1.00 5.00 
Female 136 3.5147 1.1800 .1012 3.3146 3.7148 1.00 5.00 
Total 853 3.5815 1.2464 4.268E-02 3.4977 3.6652 1.00 5.00 

Basic/Academy Training Male 716 3.8980 1.0225 3.821E-02 3.8230 3.9731 1.00 5.00 
Female 134 3.8209 .9722 8.398E-02 3.6548 3.9870 1.00 5.00 
Total 850 3.8859 1.0146 3.480E-02 3.8176 3.9542 1.00 5.00 

In-Service/Advanced Training Male 691 3.4410 1.1250 4.280E-02 3.3270 3.4950 1.00 5.00 
Female 125 3.4160 1.0563 9.448E-02 3.2290 3.6030 1.00 5.00 
Total 816 3.4118 1.1141 3.900E-02 3.3352 3.4883 1.00 5.00 

Written Policies and Procedures Male 717 2.9819 1.1104 4.147E-02 2.9005 3.0633 1.00 5.00 
Female 136 2.9706 1.0395 8.914E-02 2.7943 3.1469 1.00 5.00 
Total 853 2.9801 1.0988 3.762E-02 2.9062 3.0539 1.00 5.00 

Supervision Male 712 3.2289 1.3311 4.988E-02 3.1310 3.3269 1.00 5.00 
Female 134 3.1493 1.2416 .0173 2.9371 3.3614 1.00 5.00 
Total 846 3.2163 1.3169 4.528E-02 3.1274 3.3052 1.00 5.00 

Promotion/Job Assignment Male 718 2.6978 1.3009 4.855E-02 2.6025 2.7931 1.00 5.00 
Female 135 2.8815 1.4714 .1266 2.6310 3.1319 1.00 12.00 
Total 853 2.7268 1.3301 4.554E-02 2.6375 2.8162 1.00 12.00 

Performance Evaluation Male 720 2.6250 1.2901 4-808E-02 2.5306 2.7194 1.00 5.00 
Female 134 2.5672 1.3004 .1123 2.3450 2.7894 1.00 5.00 
Total 854 2.6159 1.2912 4.418E-02 2.5292 2.7026 1.00 5.00 
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95% Confidence Interval 
for Mean" 

Std. Lower Upper 
N Mean Deviation Std. Error Bound Bound Minimum Maximum 

Discipline Male 719 2.6161 1.2656 4.720E-02 2.5235 2.7088 1.00 5.00 
Female 133 2.5263 1.2648 .1097 2.3094 2.7433 1.00 5.00 
Total 852 2.6021 1.2652 4.334E-02 2.5170 2.6872 1.00 5.00 

EquipmenUTechnology/lnformation Male 719 2.8832 1.1873 4.428E-02 2.7962 2.9701 1.00 5.00 
Female 135 2.7259 1.2604 .1085 2.5114 2.9405 1.00 5.00 
Total 854 2.8583 1.1998 4.106E-02 2.7777 2.9389 1.00 5.00 

Recruiting and Selection Male 723 1.9710 1.0303 3.832E-02 1.8957 2.0462 1.00 5.00 
Female 133 2.1053 1.1366 9.856E-02 1.9103 2.3002 1.00 5.00 
Total 856 1.9918 1.0479 3.582E-02 1.9215 2.0621 1.00 5.00 

Ranger Careers Male 720 3.3528 1.2649 4.714E-02 3.2602 3.4453 1.00 5.00 
Female 132 3.3333 1.1700 .1018 3.1319 3.5348 1.00 5.00 
Total 852 3.3498 1.2500 4.283E-02 3.2657 3.4338 1.00 5.00 

Program Evaluation Male 713 2.5820 1.1788 4.415E-02 2.4954 2.6687 1.00 5.00 
Female 130 2.4923 1.0872 9.536E-02 2.3036 2.6810 1.00 5.00 
Total 843 2.5682 1.1640 4.013E-02 2.4895 2.6470 1.00 5.00 

Superintendents Accountable Male 718 2.1058 1.1715 4.372E-02 2.0200 2.1917 1.00 5.00 
Female 129 2.1008 1.0814 9.521E-02 1.9124 2.2892 1.00 5.00 
Total 847 2.1051 1.1576 3.978E-02 2.2070 2.1831 1.00 5.00 

Safeguard Visitors - Workers Male 724 2.8494 1.1670 4.337E-02 2.7643 2.9346 1.00 5.00 
Female 134 2.8433 1.0958 9.466E-02 2.6560 3.0305 1.00 5.00 
Total 858 2.8485 1.1555 3.945E-02 2.7711 2.9259 1.00 5.00 

Safeguard Resources - Facilities Male 723 2.4869 1.1156 4.149E-02 2.4054 2.5683 1.00 5.00 
Female 135 2.5037 1.0712 9.219E-02 2.3214 2.6860 1.00 5.00 
Total 858 2.4895 1.1082 3.783E-02 2.4153 2.5638 1.00 5.00 

Safeguard Self Male 724 3.6644 1.0685 3.971E-02 3.5864 3.7423 1.00 5.00 
Female 134 3.5075 1.0882 9.401E-02 3.3215 3.6934 1.00 5.00 
Total 858 2.3718 1.3081 4.466E-02 2.2841 2.4594 1.00 5.00 

Communications System Male 724 2.3381 1.3159 4.890E-02 2.2921 2.4841 1.00 5.00 
Female 134 2.2836 1.2662 .1094 2.0672 2.4999 1.00 5.00 
Total 848 2.3718 1.3081 4.466E-02 2.2841 2.4594 1.00 5.00 
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SECTION 4: ACTION IMPLICATIONS 

The law enforcement workforce - rangers and park superintendents - acknowledges 
presence of law enforcement assets. Understanding of NPS objectives is the one 
condition rated highly positive by both rangers and park superintendents. Rangers are 
also positive about these factors: 

o Basic Training . 

o Capacity to Protect Their Own Safety 

Superintendents are also positive about these factors: 

o Implementation of the Ranger Careers Program 

o The Equipment and Technology Supplied to Rangers 

o Their Own Level of Accountability 

o Ranger Training 

o Capacity of Rangers to Protect Themselves 

o Capacity of Rangers to Protect Visitors 

o Direction and Guidance on Law Enforcement Matters, Which They 
Receive From Their Supervisors 

The perceived assets are offset by a lengthier series of perceived shortfalls that 
concentrate in three areas: insufficient law enforcement capacity to achieve the core 
mission of the NPS (safety); law enforcement infrastructure/support shortfalls (job 
preparation and direction); human resources management (career conditions). Rangers 
regard the following NPS law enforcement practices and conditions to be unsatisfactory: 

D Capacity to Safeguard Natural Resources 

D Capacity to Safeguard Visitors 

D Park Law Enforcement Objectives 

D In-Service and Advanced Training 

D Policies and Procedures 

D Supervision 

D Equipment and Technology 

D Communications Systems 

D Recruitment 

D Selection 
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CJ Promotion 

CJ Discipline 

CJ Performance Evaluation 

Rangers also feel that park superintendents are not held sufficiently accountable for law 
enforcement conditions and practices, and as a corollary matter, pay insufficient 
attention to program evaluation. 

Park superintendents concur with ranger judgements of shortfalls in only a limited 
number of areas: 

CJ Park Law Enforcement Objectives 

CJ Communications Systems 

CJ Program Evaluation 

We believe substantial work needs to be done in all of the shortfall areas identified by 
rangers and superintendents. 

SECTION 5: LEADERSHIP ISSUES 

Two important observations emerge from analysis of responses by position. First, 
disparities exist, overall, among all six classes of respondents (five classes of rangers 
and park superintendents). Although there is reasonable agreement on individual 
items, aggregate responses are more different than alike. Second, and more 
significant, judgements correlate with rank. The least positive judgements come from 
first-line officers - the commissioned ranger - the most positive judgements from park 
superintendents. The supervisory class, district rangers, regard practices and 
conditions more favorably than their subordinates but less favorably than their 
superiors, the chief rangers. Responses of chief rangers align more closely with those 
of superintendents than commissioned rangers. This pattern is not uncommon in law 
enforcement settings and public and private sector organizations generally. The 
perceptions gap goes far, however, to explain: 

a The frustration that rangers feel with regard to management, 

a The common belief among rangers that management doesn't understand 
(or appreciate) law enforcement conditions, 

a Why rangers feel under-valued. 
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The base of common understanding is far too narrow. Intense inter-position dialogue is 
advisable, among several levels of positions. Mainly, however, these gaps underscore 
just how much rangers require leadership that they can rally behind. 

SECTION 6: REMEDIES 

Rangers and park superintendents offered dozens of remedies for perceived shortfalls 
and for meeting emerging challenges. Many of the consensus choices are itemized 
below. 

SAFETY 

The most frequent ranger responses to the survey request to recommend actions that 
promise to enhance visitor, worker, property, or ranger safety were the following: 

CJ More law enforcement rangers are needed for system wide back-up; 
improved visitor and officer safety; stop downsizing by losing positions to 
other divisions every time a ranger retires; stop adding acreage while law 
enforcement staffing is decreasing; remove interpretation duties from law 
enforcement rangers and allow them to concentrate more on law 
enforcement functions; more non-law enforcement staff to facilitate law 
enforcement staff getting out on the road 

CJ Improved radio communications training (when new equipment is on site); 
upgrade dispatcher training and qualification; 24n dispatch coverage 

Superintendents' responses paralleled ranger responses very closely: 

CJ Greater staffing - more law enforcement rangers; staffing matched to 
visitor patterns; keep pace with NPS expansion; implement Authorities 
Act; more non-law enforcement staff to free law enforcement staff time; 
more than one ranger on duty at a time 

. a More training for law enforcement rangers at in-service level - advanced 
officer survival and safety; improved EL T to include non-law enforcement 
issues; more reality-based training; refresher every two years; On the Job 
Training (OJT) in larger parks Field Training/Evaluation Program (FTEP) 
after recruit training 

EQUIPMENT, TECHNOLOGY, AND INFORMATION 

The most frequent ranger responses to the survey request to recommend equipment, 
technology, or information to enable them to perform better were the following: 
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Adequate 24-hour, 7-days-a-week dispatch capability, with adequate links 
to local law enforcement; with competent staff; improved design and 
equipment, as well as dedicated law enforcement frequencies; a secure 
system; elimination of dead spots through use of repeaters, cell or satellite 
phones; better communications equipment and linkage to local law 
enforcement databases/dispatches 

CJ Fix the Case Incident Reporting System (CIRS) - inadequate for field use; 
needs to be more user friendly and Windows versus current DOS system 

Police package marked vehicles for law enforcement rangers, with 
appropriate lights and siren equipment; vehicle prisoner transport screens 

In-vehicle Mobile Data Terminals (MDT) system for access to 
national/local databases without dispatch assistance 

CJ Improved computer network for training, incident reporting; with more 
computers available to rangers for report preparation; laptops for field 
report writing 

CJ Vehicle-mounted video recorder system 

CJ Full complement of equipment per ranger for all situations, permanently 
assigned to the ranger at the Federal Law Enforcement Training Center's 
initial training, and move with him to new locations; issued against national 
standards; centralized procurement 

CJ Night vision equipment to support single officers working at night 

In this area, as in the previous one, superintendents' recommendations parallel those of 
rangers very closely: 

CJ Improved communications systems; cell/satellite phones in remote areas; 
Nextel phones; narrow band systems; national channel; updated 
portables; Mobile Data Laptops; focus on remote areas 

CJ More and newer vehicles in good condition; Interior-owned; police 
packages; more planes and boats; cages in vehicles; better emergency 
lights 

24-hour dispatch services, by professionals, either in-house or contracted 
from local agencies; use Department of Justice grants to local agencies to 
mandate inclusion of federal dispatch; remote dispatch facility 
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TRAINING 

To perform the law enforcement role more effectively, rangers are anxious to have or 
have more of the following kinds of training: 

1:1 Tactical firearms training to include realistic, stress/combat courses; 
simulations; additional technical training in firearms; firearms instructor 
training; M-16 .training; less than lethal weapons training 

1:1 Defensive tactics updates that are more meaningful, more timely, and 
taught by ranger personnel; intermediate course also needed; arrest 
techniques, ASP Baton, OC (pepper spray); training every month or so 
throughout the year, done locally, but reviewed for quality; periodic 
localized training on a decentralized basis 

40 hours in-service, based on national standards, funded at national level, 
developed by FLETC; needs improvement in design and delivery; 
standardized with quality hands-on scenario-driven, performance-based 
material 

1:1 More emphasis on basic and advanced resource-related law enforcement; 
includes advanced resource protection course; park-specific resource; 
Archeological Resource Protection Act (ARPA) training 

1:1 Interviews and interrogations, especially for small to medium parks, 
without Cl support available; criminal investigations course; investigative 
equipment and techniques; evidence collection 

Tactical operations, especially dealing with park-situated schools where 
potential for problems exist; officer survival skills; building searches; 
tactical and crowd control training; more realistic special operations course 

Superintendents believe that they would be able to conduct their leadership and 
management role effectively were the following types of training available or more 
available: 

1:1 Law enforcement for managers be taken every five years; at more 
convenient times and locations; take on the road 

1:1 Annual update summaries for managers on changes in law enforcement 
operations and techniques; use of Internet to accomplish; use for 
exchange between students 

a Program management training emphasizing accountability problem 
resolution; best management approaches; executive coaching; policy 
development; law enforcement program effectiveness monitoring; 
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termination procedures; IA issues; team building; recruiting; how to 
manage resource duties 

Two-day training for staff on the law enforcement mission and function 
within the NPS (most older Superintendents do not realize changes taking 
place); the manager's role in law enforcement when he/she is not 
recognized as law enforcement 

Cl More training on D0-9 and 36CFR, with a superintendent's checklist for 
the DO 9 and RM-9 

CONSTRUCTING A MORE EFFECTIVE LAW ENFORCEMENT FUNCTION 

To construct a more effective law enforcement function for visitors, rangers, and the 
NPS overall, rangers recommend the following improvements: 

Cl Need to implement national level oversight and control of the law 
enforcement system within the NPS (regional offices have been 
downsized and deprogrammed regarding law enforcement); remove from 
control of superintendents; must be a cop to supervise a cop; prevent non­
law enforcement personnel from supervising park law enforcement 
personnel; need a national chief of park law enforcement rangers with 
delineated command structure direct to the ranger level; no non-law 
enforcement managers in the chain 

Cl More rangers to match the increase size and visitation levels of the parks; 
prevent rangers from working alone without benefit of back-up; increase 
funding; reduce collateral duties; supervisors need to understand the 
safety problem that can result in serious injuries to the officer and are the 
result of the staffing shortage and patrolling alone 

Increased support from management, so that the term "law enforcement" 
is not devalued and ranger suggestions and comments are accepted; 
change NPS management view of ranger program and how they should 
be used in the bigger picture 

Increased budgeting for the recruitment, processing, hiring and training of 
law enforcement rangers; better use of background checks on personnel 
hired, including park vendor personnel 

Improve law enforcement supervision with better quality and better trained 
personnel 

Address the 6c retirement issue and the outstanding backlog of claims 
filed by rangers since 1989; especially the fact that it is limits application 
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for available law enforcement jobs within NPS due to non 6c status; 
remove from commissioned and 6c status persons who no longer perform 
law enforcement work; commissioned rangers should be under the law 
enforcement retirement system regardless of 51 % rule; establish a career 
path that allows rangers to be promoted and transferred through 
superintendent and director, without losing law enforcement retirement 
coverage 

In each of the foregoing areas, rangers and superintendents offered reinforcing 
recommendations. That is not the case in this set. Primary recommendations from 
superintendents are as follows: 

a Focus on the "integrated operation" of the parks, not just the law 
enforcement function; protection of resources and non-law enforcement 
activities need continued focus. 

Hire, train and deploy sufficient numbers of law enforcement rangers in 
order to protect park resources; ranger program has not produced the 
level of dollars needed to support it, thus impacting on ranger career 
system. 

a Law enforcement rangers should receive better training on the total 
mission and purpose of the parks, not just law enforcement as currently 
given; better recruitment, training, coupled with a well-defined career 
ladder for law enforcement track. 

Fully integrate law enforcement operations and not stovepipe it like the 
Forest Service, who suffered severe cuts after; need full integration; better 
supervision and support by management, coupled with quality training, 
policies and procedures. 

a Law enforcement rangers are but one cog in the total role of park service 
to the visitor and citizens; must be part of the team approach. 

The four sets of recommendations, considered collectively, provide an extensive range 
of actions, that both rangers and park superintendents would support. 
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CHAPTER IV: ISSUES AND OPPORTUNITIES 

The foregoing chapters itemize dozens of issues, that the NPS must address. Many 
others surfaced during the study, which also require attention and in many instances 
further examination. Among those worthy of priority consideration are the following: 

CJ Memorandums of Understanding. The variation in scope, formality 
(legality), functioning, effectiveness of MOUs with local and to a lesser 
degree, federal law enforcement agencies would require months to 
catalog. These have developed throughout the park service for good 
reasons, but without, it appears in some cases without any consistently 
applied national or regional guiding principles. The entire practice 
requires study, planning, and oversight. 

Audits and Inspections. Some years ago, the NPS conducted 
compliance audits. This core management function has become a victim 
of decentralization and downsizing. The inspection function must be 
restored. 

Background Investigations Standards. Recognition is universal, 
among rangers and superintendents, that inefficiencies in completing 
backgrounds and questionable medical requirements are seriously 
inhibiting an already aggravated staffing situation. Current policy calls for 
a background equal to that required for national security positions. This 
level of background is not needed for protection ranger positions. Not only 
is this higher-level background more expensive, it takes considerably 
more time. NPS should adopt non- critical sensitive background 
determination for law enforcement rangers. 

CJ Backgrounds for Supervisors of Law Enforcement Functions. All law 
enforcement administrators who have supervisory responsibilities over law 
enforcement programs or operations should have a complete and 
favorable background. This would include Parks, Regional Offices, and 
Washington personnel. The recommended level is non-critical sensitive. 

CJ Medical Standards. Confusing and questionable medical requirements 
also seem to be inhibiting the staffing process. It is recommended that a 
group of field rangers and human resource administrators work to rewrite 
DO/RM 57. 

Detention/Holding Facilities. In many park areas detention activities 
require too much time and erode from time that could be devoted to 
prevention patrol or visitor contact. Some rangers spend four or more 
hours to transport and book prisoners. The isolation of park areas 
combined with the remote location means increased costs associated with 
law enforcement detention. Long distances result in excessive fuel costs. 
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We recommend that the NPS rehabilitate existing holding facilities to bring 
them up to standard and construct new facilities where appropriate. 
These facilities can be multiple jurisdictional and shared with other 
agenCies. Moreover, to reduce travel and fuel costs associated with an 
initial appearance before the U.S. Magistrate, the NPS should explore 
video-teleconferencing and enhanced release on own recognizance 
procedures with the U.S. Courts. 

o A Law Enforcement Uniform. Law enforcement rangers are not 
distinguishable from other rangers. The uniform and badge is the same. 
Park visitors cannot distinguish between law enforcement and non-law 
enforcement rangers. For a variety of reasons, including clarity for 
customers and greater safety for non-law enforcement rangers, a 
distinctive law enforcement ranger uniform, that is consistent with NPS 
traditions, is recommended. As a first step, we recommend that the shield 
with credentials be worn on the uniform. A committee should be 
established to look further into this issue. 

Park Police Captains. Park police captains serve as law enforcement 
specialists at the regions and on the staff of the Chief, Ranger Activities 
Program. The arrangement does not seem to be causing tangible 
problems. We believe, also, that these captains possess strong law 
enforcement credentials and contribute sound advice to parks and their 
rangers. At the same time, the arrangement is anachronistic, dating back 
to the early seventies, unnecessarily confusing organizationally, and 
leaves authority gaps. It should benefit both agencies to return the 
captains to Park Police operations and replace them with ranger 
specialists. 

Concession/Service Operations. The NPS reports that, at larger parks 
in particular, concession/service workers create law enforcement 
problems. For example, 38% of the arrests in Zion National Park, 35% of 
the arrests in Yosemite, and 61% of arrests in Yellowstone National Park 
involve concession employees. Rangers attribute much of the problem to 
lax hiring standards. This situation requires review. 

The NPS should as a matter of contract/permit language, require 
concessionaires conducting business in the park to require background 
disclosures from their applicants. They should also set minimum 
acceptable standards of past criminal behavior for specific employment 
activities in the park. 

o Improved Records Manangement. The NPS incident reporting system 
(CIRS) suffers a number of inadequacies. Its on-line features do not 
operate properly. Its report generator is difficult to utilize and does not 
provide the range of reports needed for management decision making. 
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Basic and important information on incidents, crimes and other emergency 
events is simply not available in any usable format. Information systems 
are critical management tools. Without quality and available information 
as to· what is occurring, effective decision-making cannot occur. We 
recommend that a new and more comprehensive incident tracking system 
be secured. The Forest Service is reported to have an effective incident 
tracking system in place that NPS may want to review. 

Cl Specialized Teams. Need for additional and specialized rangers occurs 
regularly in the park service. Special needs include scheduled events, 
park emergencies, seasonal activities, including hunting patrols, patrol of 
illegal activities. Equipped and pre trained teams drawn from the ranks of 
rangers could be mobilized to provide a trained team to address special 
events or problem areas. 

Regional Eauioment Cache. Regional equipment caches promise 
availability of periodically needed technology without the expense of each 
park purchasing individually. Caches could be shared with other 
Department of Interior agencies. Equipment could include video 
monitoring, intrusion detection, specially equipped vehicles, wires and 
other surveillance equipment. 

Prosecution of Federal Misdemeanor Offenses. Significant proportions 
of park units seems to have difficulty obtaining routine prosecutorial 
support for federal misdemeanors. Cases that do not reach the 
established prosecution thresholds, are declined, it is reported, even 
though they are significant to the NPS mission. This is a critical problem 
shared by all federal land management agencies. NPS should join with 
other land management agencies and work with the Department of 
Justice, on a national level, to resolve this problem. 

Cl Housing. Up-to-date law enforcement practices place greater emphasis 
on prevention and deterrence of criminal activity. One of the most 
effective practices to reduce crime and leverage resources is to have law 
enforcement personnel live within the communities and areas to which 
they are assigned to make their presence known - through community 
involvement and bringing marked police vehicles home. This practice is 
believed to reduce criminal activity and serve as a force multiplier. 

We have already determined that inadequate staffing (i.e., backup) places 
ranger personnel at risk due to excessive travel time. This is particularly 
true in remote and large parks. To better protect visitors and resources, 
an increased number of housing units should be assigned to law 
enforcement rangers. 
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Cl Commissions. Conditions exist where law enforcement programs are 
presently managed by non-commissioned personnel. These managers fit 
in two categories: those who at one time were commissioned, but are no 
longer· credentialed, and those who have never been commissioned. This 
practice has to be reviewed. We find compelling reasons to insist that key 
law enforcement commanders and supervisors be commissioned. 
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CHAPTER V: THE NPS LAW ENFORCEMENT CULTURE - PROSPECT FOR 
CHANGE 

Preceding chapters' discussed many issues and needs, proposed a number of solutions, 
and simply listed many unaddressed issues and opportunities. We suspect that the 
NPS requires the better part of the next decade to lift the law enforcement function to 
the level and status it deserves. It should begin immediately. Rangers should remain 
patient. Complex systems simply don't change easily. Those who are or become 
responsible for the change process must be ever mindful that success in transforming 
organizations is far less a matter of introducing individual or even clusters of tactical or 
program innovations than a matter of cultural transformation. There must be a 
DOl/NPS "will" to dramatically reconfigure the law enforcement function. Attention 
should be paid to principles of change, which includes meaningful power sharing and 
collaboration with rangers. In this environment the policy and program solutions will 
emerge and "implement" quite readily and quite successfully. 

The following attributes appear to characterize the NPS culture. They should receive 
due regard as the NPS pursues a change agenda. Several bode well for successful 
change. Most present challenges for successful organizational transformation. A 
number of these attributes are correlates of currently existing law enforcement 
operations and management shortfalls. 

CJ The Prime Asset. The current ranger force is well-educated, deep in 
experience, joined the NPS because of a conscious dedication to its 
mission, and is committed to a career in land/resource protection. 

Demand for Change. A demand for change from rangers is palpable. 
Morale is still positive, generally. The ranger force is pursuing change in 
the most professional manner and should continue to do so. It seeks 
collaborative and constructive dialog, and responsiveness. 

An Unfinished Design. We are not able to assert that the NPS has ever 
fashioned a design for a full-scope, professional law enforcement function. 
There is clear evidence of measurable improvement during recent 
decades. Progress seems to have occurred randomly, in a slow and 
reactive manner, and not from comprehensive design and engineering. 
Emerging conditions advise that the NPS reverse tradition in this regard. 

CJ A Profusion of Systems and Standards. Not surprising in view of the 
"design" condition, the number of variations in law enforcement 
approaches, staffing configurations, management and supervisory styles, 
compliance requirements, equipment standards and many other critical 
aspects of the protection function defy cataloguing. NPS law enforcement 
can justly be described as a profusion of conditions and practices in 
search of a system. 
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Marginalized Status. From the ground up, the law enforcement voice 
appears to be less audible than it should be - within the parks and at the 
DOl/WASO headquarters. Second only to perceived staffing shortfalls, 
rangers wish to emerge, in their own view, from second-class status. 
Absence of law enforcement goals and objectives in the just released 
2000-2005 NPS Strategic Plan, and infrequent references in other "vision" 
documents, seems to substantiate ranger self-perceptions. 

Law Enforcement and the Core Mission. Related to the marginalization 
issue is a belief among rangers that park superintendents and NPS 
executive staff at WASO fail to appreciate the connection between law 
enforcement and the core mission of the NPS. 

o Decentralization and Downsizing. Decentralization and downsizing 
seem to have destabilized a number of management and oversight 
mechanisms that remain to be reconstituted. Several examples can be 
found. Operation and Policy audits have vanished. Today, NPS is unable 
to provide, on a readily available and service-wide basis, information on 
size and location of staff and training and personnel histories. 

Role Tension. The generalist-specialist debate, and the corollary issue, 
collateral duty is also a destabilizing influence. The NPS needs to deliver 
an assertive message to quiet this debate. 

NPS Resource Shortages. NPS has finite resources, insufficient in total 
to accommodate the many law enforcement and non-law enforcement 
needs. This requires that change agents concentrate on priorities and 
recognize that many important needs just cannot be funded. Rangers 
must also accept this reality. 

Poverty of Data. The NPS is poorly positioned to examine and evaluate 
law enforcement successes, inadequacies, and emerging trends of 
significance. This has profound implications for the change process. The 
data presented in the preceding chapter was assembled with great 
difficulty. Many analyses we hoped to complete were aborted for lack of 
data. Some of this condition seems to be rooted in the decentralization, 
which occurred several years ago. It is reported that data collection 
responsibilities were dispersed to regions. Central authority no longer 
seems to exist to mandate and set standards for comprehensive and 
reliable data. 

Law Enforcement Fragmentation. The DOI has urged greater 
collaboration among its several natural resources/land management law 
enforcement agencies. We find underachievement at NPS in this regard. 
Collaboration hosts enormous opportunity that should be exploited during 
the forthcoming change period. 
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INDEPENDENT PERSPECTIVES 

Law enforcement is but one of the many functions and concerns of the NPS. As a 
component of a system, of a network of functions, its future is inextricably bound up with 
others. The general condition of the NPS and its future are subjects of a number of 
important recent studies. These studies indicate that many problems facing law 
enforcement are reflections of problems facing the system generally. In this regard, 
positive change for the law enforcement function is dependent upon positive change for 
the NPS overall. Expectations for dramatic change to the law enforcement function 
should be formed accordingly. 

The Vail Symposium Steering Coming and Work Groups. In October 1991, 
700 persons were brought together in Vail, Colorado, to "consider the future of the 
national park system." While initiated by the NPS, the Steering Committee, the body 
responsible for funding and recommendations, was composed primarily of credentialed 
individuals from public interest groups, the private sector, and university community. 
The Symposium report, National Parks for the 21st Century: The Vail Agenda. is 
virtually silent on law enforcement. It says much about the context in which law 
enforcement rangers function: 

CJ "The National Park Service has a phenomenally dedicated workforce, 
some of the nation's most treasured resources under its management, 
and widespread support from the American public. At the same time, 
however, it suffers from declining morale, an increasingly diffuse set of 
park units and programs that it is mandated to manage, serious fiscal 
constraints, and personnel and organizational structures that often impede 
its performance." (p. 2) 

CJ "The 75th Anniversary Symposium represents a unique event, and 
perhaps a turning point, in the history of the nation's park policies. In spite 
of the fact that the National Park Service is widely and deeply respected 
by the general public, which sees the Service reflected through the 
national treasures in its charge, the agency is beset by controversy, 
concern, weakened morale, and declining effectiveness. The symposium 
revealed a deeply disturbing sense that the nation is risking a deterioration 
of its natural and cultural heritage that not even the most dedicated 
personnel can effectively prevent." (pp. 4 and 5) 

CJ The National Park Service has great strengths - and it has major 
problems. Without question, its greatest strength is its employees. For 
the vast majority of its employees, to work for the Service is to engage in 
an ever-renewing project of preserving and protecting some of the nation's 
and the world's most meaningful and enriching - and, often, most fragile 
and threatened - natural and cultural resources. Throughout the 
organization, the individuals who work for the Service are precisely those 
who are drawn to this challenge and who hold forcefully to personal stakes 
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in the units and programs for which they are responsible. They are drawn 
despite a pay scale that is commonly one or two steps below that of 
comparably responsible and experienced employees in other sister federal 
agencies, and despite the common frustrations associated with 
bureaucracies and politics. 

"When individuals with this much dedication encounter roadblocks to 
performance, the result is a weakening of morale and effectiveness. 
Perceptions exist among many employees and observers - and not 
without bases in reality - that good job performance is impeded by 
lowered educational requirements and eroding professionalism; that 
initiative is thwarted by inadequately trained managers and politicized 
decision making; that the Service lacks the information and resource 
management/research capability it needs to be able to pursue and defend 
its mission and resources in Washington, DC and in the communities that 
surround the park units; that the mission and the budget of the Service is 
being diluted by increasing and tangential responsibilities; that there is a 
mismatch between the demand that the park units be protected and the 
tools available when the threats to park resources and values are 
increasingly coming from outside unit boundaries; and that communication 
within the Service repeatedly breaks down between field personnel and 
regional and headquarters management. The results of these perceptions 
are that the National Park Service faces significant morale and 
performance problems. " (pp. 8 and 9) 

CJ Some specific park units or programmatic responsibilities might, arguably, 
be better placed with other private, state, local, tribal, or federal agencies. 
Nevertheless, the broad range of resources and functions now managed 
by the National Park Service represents a permanent reality. Effective 
management of such a diffuse system requires the abandonment of any 
hope for a single, simple management philosophy. This is particularly 
difficult for an agency with its origins - and its identification in the public's 
mind - in the management and protection of the nation's most spectacular 
areas, the "crown jewels." 

As new responsibilities have been added (and have attracted at least 
initial funding), the core operational budget of the Service has remained 
flat in real terms since 1983. Meanwhile, recreational visits to park units 
have risen sharply (25%) over the same period, reaching almost 260 
million in 1990. Clearly, the capability of the Service to pursue its most 
central purposes of resource protection and public enjoyment is being 
stretched thinner and thinner. These disturbing problems are not the sole 
responsibility of Congress. The Service, partly through its own inaction 
and partly due to constraints emanating from the executive branch during 
the 1970s and 1980s, has lost the credibility and capability it must 
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possess in order to play a proactive role in chartings its own course, in 
defining and defending its core mission. 

General Accounting Office. This 1995 review by the GAO, like the Vail 
assessment, did not specifically address law enforcement/protection considerations. 
Like Vail, it provides contextual evidence of the environment in which law enforcement 
must be conducted and opportunity for successful change: 

CJ There is cause for concern about the health of national parks for both 
visitor services and resource management. The overall level of visitor 
services was deteriorating at most of the park units that GAO reviewed. 
Services were being cut back, and the condition of many trails, 
campgrounds, and other facilities was declining. Trends in resource 
management were less clear because most park managers lacked 
sufficient data to determine the overall condition of their parks' natural and 
cultural resources. In some cases, parks lacked an inventory of the 
resources under their protection. 

Two factors particularly affected the level of visitor services and the 
management of park resources. These were (1) additional operating 
requirements and (2) increased visitation, which drives up the parks' 
operating costs. These two factors seriously eroded funding increases 
since the mid-1980s. 

The national park system is at a crossroads. While the system continue to 
grow, conditions at the parks have been declining, and the dollar amount 
of the maintenance backlog has jumped from $1.9 billion in 1988 to over 
$4 billion today. Dealing with this situation involves making difficult 
choices about how parks are funded and managed. These choices call for 
efforts on the part of the Park Service, the administration, and the 
Congress and center on one or more of the following: 1) increasing the 
amount of financial resources going to the parks, 2) limiting or reducing 
the number of units in the park system, and 3) reducing the level of visitor 
services. Additionally, the Park Service should be able to stretch available 
resources by operating more efficiently and continuing to improve its 
financial management and performance measurement systems. 

International Association of Chiefs of Police (1970). We end by referencing a 
study conducted by our organization 30 years ago. It is instructive to note that many of 
the issues examined remain issues today - as do several recommendations. 

"A Staff Study of the Law Enforcement and Public Safety Resources In the National 
Park Service" was conducted to answer this questions: 

What law enforcement organization, policies, programs and procedures 
are required in each of the national parks, based on individual parks' 
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needs, to ensure the appropriate professional level of public safety, to 
permit the visiting public to enjoy the parks in relative peace and safety, 
and to preserve the scenery and the natural and historic objects and the 
wildlife living in the environment? 

Noting steady increases in visitation, increases in serious crime, a poor clearance 
record, training gaps, and staffing levels that were not "sufficient to cope with increases 
in attendance and crime within the parks," the study called for major initiatives in the 
following areas of concern: 

CJ Organization - an assistant director for law enforcement and public safety 
reporting to the deputy director for Operations 

CJ Management Training - a 200-hour training program 

CJ Recruit Training - a 500-hour basic training program 

CJ Policies and Procedures - service wide national level policy 

CJ Advanced Training - for chief rangers, including attendance of the FBI 
National Academy 

CJ Seasonal Ranger Training 

CJ Recruitment and Selection - minimum educational requirements, a law 
enforcement/public safety career track within the "025 Park Ranger" series 

CJ Communications - central communications centers in "primary" and 
"secondary" parks 

CJ Records Management - a service wide law enforcement records system 

CJ Patrol - 24-hour patrol in major parks during peak visitation season 

CJ Civilianization - discontinue assigning non-police duties to public safety 
park rangers 

The foregoing are but a sample of the recommendations. 
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