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o '_'The_"p'(_'_ji_iee,2in._'partieul_éir-j-ihef;i_n.ves_"_t“i'_g_'e;{ive_}'_feifée', 1svery prou of the title of

an; :_Undang Hukum::.-

o T’Pzdana/KUHP (Crxmmal Code) as for the soc1ety, _the dutles espemally the repres{ )
sive: ones refiect the exxstence of the pehce force Ali kmds of events arismg from o
._-the pubhc reqmre the attendance of the pohce Y % : EE .‘
| As an agency that is. responsmle for socxal order the pohce has mdeed done
e -’-very much for the pubhc }Desplte the attempts to 1rnpr0ve thelr serv;ces there are .
'aIways shortcommgs and these usually occur m the very mldst of the pubhc too
longwmded servmes Gng the nnpressmn of showmg favour to one person more than o
o '-another proionwed disciosure of Iawsults unsolved cases resulting ina huge pile of
: problems that need solutlon low standard for solvmv lawsuits, particularly special
criminal _ac_ts; these all are phenomena of the reality showing that the investigator is
‘unable to solve lawsuits. | |
. Starting from this point, we are ne‘w facing a very important matter, i.e. the
problem of Human Resource Development that involves various aspects. Not only the
investigator himself is included, but the whole function of the management.
Being aware of the capability of the investigator that cannot be improved

yet which can be seen from the several aspects of the organization, the real needs of

ership should be adjusted to the requirements. The process of staffing does not run

well, the relationship with the law upholder should be smoothened, and the several

iv




" k 'Eds of tramrng carned out m 2 better .-way The hlﬂher Workers have so far made-._: -

| _'.:'.'.':accurately apphed wu:h the result that the

- __'--'_such m;,stakes 1t 13 necessary that the strategles be exammed once agam or revrsed It :_;':'
Clis suwgested that restrucmnzation be mtroduced and the HRD matter better planned L
' _:_The number of personnel should be mereased by recruumcr quahﬁed mvestlgators and SR

-_E.afterwards provrdmg them w1th tr.almnﬂr for development Offu:ers of the rank of

= lleutenant or ca.ptam and non~comm1551oned officers should also jom the traxmng
The _]ob deserzptmn should be 1mproved soonest p0551ble and the method of
srtuatlonal 1eaaersh1p leadmv to the Karyacu version brought info the mainsiream of
“civilization. ‘In addxtlon itis also .nnportant that the leaders encourage their members
_to contmuously deveIop themselves by aliowmg them to continue their study.

' When all of these suggestrons can be carried out we may hope that the
capability of the police force in general, the investigator in particular, will become
much better in the future. Improvirlg the capability of the members means improving
the performance of the police unit which ultimately will give a positive impact to the

image of the police force as a whole.

'_atternpts to flnd new methods in. the form of actlon plans amonﬂ others 1mprov1nU

rget has not been met In order to prevent_-_ :__ o
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‘A Background Of The Problems

The majonty of the mvestlgators m Indonema consmts of non-. -

o '.commxssmned ofﬁcers With an educatlonal ‘oackcround of a semor hxghschool

ba51s Compared thh the law upholders of the Crunmal Just1ce System/ C3’ S,
1 e prosecutors and jU.dUBS these offlcxals are generaﬂy graduatos from uni-

_ -Versmes Th&s condltzon has put the pohce force especmlly the mvesngators

o 'on an unfavourabie 51de It is. as 1f thes are notin a bargammg posmon and
| thls *na*ter--has a oegatlvn mzpaf‘t on thezr. .work pamrLlarly in terms of the
| :ralation W1th the two msntutzon of the CJS. Their capability owing to the low

shoohng affects their work:mo spirit and the unit too. Them symptoms that

o can be observed from the nnphcatlon of the imbalance may, among others, be

~ identified as follows :

1. Low clearance of crimes;

2. The High number of arrears against the Notice to Start Investigation

(Surat Pemberitahuan Dimulainya Penyidikan/SPDP) that cannot be

handled;
3. The high number of cases that cannot be completed in time due to the
several correction made and the instructions of the prosecutor {o be met;

and




S i;;__-'4.'_:.';:.The low capablhty 111 handlmc spec:lal cnmmal cases such as smucohncr ;_'

R coruptlon subverswn and cnmmal cases in the fleld of economy and-_

o :_-'-_'f'ffmance:hke monetary, .bankmg and trade crlmes and others among oth—-':_-'_' -

e .'j’jj_;ers uneontrolled"' ctlwtzes of conglomerates merger practzce/unfazr_- &

o 'acqu1s1t10ns aud __ Voldance or mampulatzon of taxes fehi L e

These cases need actually not occur 1f the pohce mvest1gator is o

e :-really prepared and comm1tted to the t1tle of pnnmpal mvesngator that re~

i cewed from the peoplo (v;de artlcle 1 paragraph 1, Cnmmal Code) The

. .resultsof the moapab111ty descnbed above w111 munedlately nnply the perform—_ o

.: anco of the bas1c task of the polzce mvesngator as follows

1. The very low clearanoe of cnmes (averagely less thau 35 percent) may
lessen the trust of the_soc;ety -that has placed its hope on the capability of
the police investigator. They may become reluctant to report their prob-
lems to him and the brand image of the police investigator may fade;

2. The high number of SPDF arrears may cause difficulties for the police
investigator on the CJS model, because it will indicate that the investigato
is not capable to solve problems. Phenomena can lately be seen that other
agencies wish to take over the activities of investigation with the reason

that "thousands of SPDPs have not been solved sompletety”; efforts also

exiis to go bacward, to the system of the Dutch judicature in wiich the
investigator is the prosecutor, while the police act as an assistant to the

prosecufor;




3. -"-The low capablhty of the 1nvestt1gator in handhnc spe01al crlmmai acts. '_'.'5::: o

' ;-'_'may harm the 1nvest1gator because he has already lost h1s power asa . e
i prmczpal mvestlcator The cnmlnal Code says that an Isvetlgator isan . i

S '-_f:offlclal of the State Polme m tins casea detectwe who in conducuno as o

e "33.11 ass1stant to a prosectutor 1s a c1v11 servant wn:h legal authonty

On the basm of the abeve descnptlon the most 1mportant problem

1o be solved is "how and what will be done to improve the ‘capability of the

investigator".

Purpose of the Study

| | To find ways for improving the capability and skill of the investiga-
tor so that he can become more beneficial in upholding the law, develop and
maintain the social order, also to keep a smooth relationship among the law

upholders within the CJS model.

Significance of the Study
As an input and contribution to the cenior investigator to be studied

in the framework of improving the uprightness of law in this country. If all

attempts for improving the capability can be carried put adequately, all citi-
zens who need assistance and uprightness of the law will be served in a better

way; their basic rights will also be protected. Satisfactory service for safety




K 'and soc1a1 order W111 aiso become pnonty wn‘hout any mzhtary force whatso—

. :ever secunty approach Wthh by soveral poople is consxdered very nnportant

L _'as this matter 1s Iewarded as bemc neciected agamst the human ﬁohts

When the capabxhty of tho pohce numbers has been unpfoved a

e 'conducwe polmcal atmosphere can be created throuch thelr smart touoh ek

:especmliy to prevent ﬂares thought demonstratlons stnkes demandmg ingher :

o wages exaggeratzon of the 1ssue of human rights relatmg to the system of

. -'democracy, ete. Wlth these efforts itis hoped that the 1mpress;on that our
| country stﬂl has a ‘olg country risk and pohncal rxsl\ for forelcn invesment can

be w1ped out

B. Scope And Limitation Of The Study

This studi discusses the aspect of Human Resource Development of
the investigator himself in improving his capability and the factors influencing
his attempts that can be used to improve his skill. The analysis should in
particular be observed from the point of development of the situation, im-
proved science and technology and from its negative impact on the activities

of the investigator.

C. Research Methodology

The research should be made in a library research way in order to

find theories and concepts and basic ideas; a field research method will also




1

i be carned out in the ofﬁce of the mvestlgator which w111 be done ina random'.f‘.
e manner In the research the 1nvest1gator and hls superlor w111 act as the

L --'% ':sample of the publzc

. The followmo data wxll be reqmred

The personal 1dent1ty of the 1nvest1<rator background of has schoolmg,_ :
-:'?'-'the courses has taken, h1s achmvemen‘ts and capablhty, h1s act1v1t1es |
. 'worhng place and expenence |

._The orgamzatlon of the mvestlgator 30b descnptlon system of recrumng
_ mmvesngators tmammor and development and the efforts to improve his
ablhty by way of : _ 7 |

-a.. _-Evaluauon of acmevements

b. 'Work distri butlon and strucrure of organization,

c. Approach to arrangement and work coordination,

d. Tr_an_s_fer_of authority,

€. Individual equipment in the field, and

f. Other related activities.
Data on Reporting System
Other important data relate the achievements of the reporting system i.e. :

a. Data on the total and clearance of crimes, periodical reports on var-

ious kinds of cases and the process of tackling;
b. Data on solving cases in the form of :

(1) The number of cases sent to the general prosecutor;




(2) The number of the Instructions to Cease Investwauon (Surat-'.. -

Permmh Penghennan Penyzdzkan/SPS) 1ssued

(3) The number of cases completed throuch other partles other than_ ._ :

the oeneral prosecutor

Mechamsm of Work and CJ’ S method mciudmg the mter—relatlon Shlp .

. _-Saurce ef Data
The data can be obtamed from the unit of the investigator and
" through the periodical repogts, al_so from the mvesngator, his superior or

commandant or other related units.

‘Technique -of Data Colleting
The collection of data can be carried out in many ways, among

others, through :

1. Interviews, special data collection technique,
2. Observation, and

3. Questionnaires.

Procedure of Data Analyzing
The data are classified, selected as to the benefits, afterwards

tabulated for easy interpretation.




b, DISTRIBUTION OF GONTENTS

 This paper is divided in a number of chapters, as follows :

: Chapterl ".'.Iiit'roduétilon”"_f .

L ChapterH therature Rewew

| ChapterI{II Attempts for Improvmg the Capabﬂlty of the Invesugator

_ Chap ter IV Fmdmgs and Interpretatlon

o 'Cha'_p:ter'_V : Conclusmn and Recammendatlon




CHAPTER 1
'LITERATURE REVIEW

 A. Management Of The Human Resources =

Human Resources is different from other recurces, since it cover
motivation, wishes, feelings and intellingence which are all alien to the others.
William B. Werther, Jr. Of Miami University and Keith Davis of

Arizona University-explain the following :
"Human Resource Management is the management of poeple. The
importance and dignity of human beings shoulds not be ignored for
the sake of expediency. Only through careful atiention to the needs

of employees do successful organizations grow and prosper".”

For this reason human resource development should get first priority to be
handled, and not ignored. Proper human resource management is expected to
contribute positively for achieving productivity. Productivity through the
human being, according to Buchari Zainun, is usually measured qualitatively

covering the profits and losses of the company in question, al though it is very

1} William B. Werther, Jr. and Keith Davis, Human Resources and Personnel Management, 3™ Edition, Singa-
pore : McGraw-Hill Book Company, 1989, p. 19,




S ::dszicuit to. hnk evaluauon and wages An exampie can be clven of the salary . i

o f.mcrease for the employees of the Department of Fmance up to mne foid that : o

S __-*-has not been able to mcrease then' Work achwvemnt up to that number

| T he fmdmgs of Yan Ke10v1ch and J ohn Immerwahr m thelr re~“'“

search :.m"several promment compames m USA show.that 44 percent of the

B '-total employees do ﬁOt work seﬂously The fazlure m management that fo- Be

o :._'_cusses 1ts attentmn to the renewal of. equlpmem not to the development of '.f';_ _':’i':

: 'employees has caused the compames to make a second study, _at the end they_ _

: change the1r mmd 3 |

o They pIace employees as a bas1c source for quahty improvement

‘and. productlwty in order to reach success through their achzevements by

_ appreexatmg them as 1nd1v1duals  trusting them and treatmg them as grown-up
_ .pe_op_l_e. This ev_al_ua_tl_on has co_ociuded that the factor of their lazinness is the

result of the fact that they are ignored.?

The benefit that can be obtained from the above survey and re-
search indicates that a close relationship exists between the seriousness of the
employees in their work and the system of control at the working place. In
Indonesia, workers like to be controlled, and they will do "as they wish" if
not controlled. In the Indonesian Armed Forces (Angkatan Bersenjata Repu-
blik Indonesia/ ABRI) a leader ship method has been introduced known as "11

Principles.of ABRI Leadership” which, among others, Says. " . .osmsssessnassons

2)  Zainun Buchari, Prof. Dr, MPA, Mandajemen Sumber Daya manusia Indonesia (Management of the
Human Resource in Indonesia), Jakarta 1992, p.54

3} Sastrodiningrat, Soebagio, Prof. Dr. MPA, Perilaku Administrosi {Administrative Behaviour), Jakarta :
1987, p. 822

4y  Ibid, p. 224,




‘10

~Ing ngarso sung zulodo ing niadya. mangun karso, runvuri handayani .........
o (The poeple 111 front should gwe the exampie the people in the mlddle move .
- -_.-splrlt and the peopie at the back cncouraﬂe and control %)

o ,'For th{: .‘ndonesmn people thls methcd seems to have entered the mam stream Rt

-'_'_.of mwhzatxon employees are ashamed to enter thelr workmg place when

'they see that their superiors have arrived earlier. According to Stoner and

: ._W_ankel, one of the reasons of the decline of productiviy is the change in the

 attitude and motivation of the worker explaining that the people of today have

no longer the traditional working ethics, that is, they do not work as they used
t0.9

This group of workers should be refreshed and remotivated. In the

circle of the police force, especially the investigative unit, and alternative that

can be taken is the control system combined with the 11 Principles of the

Armed Forces.

B. Leadership

Speaking about management of human resources and the way to
improve them, we have to include the aspect of leadership.

Various opinions of experts can be used as reference for leadership.

5y Doktrin Hankamnas (Pertabanan, keamanan Nasional) National Defence and Security, 11 Asas Kepemim-
pinan ABRI (1! Principles of ABRI Leadership), Departemen Hankam, Markas Besar ABRI (Department of
Defence and Security, ABRI Headguariers), Jakarta @ 1965, p. 30.

6)  Stoner & Wankel, Management, Prentice Hall Inc., 1991, P. 326.




The prmc:ppal d1scussmn in thls pa.per refers to the human re- _l =
| _.'.sources of- the pohce mvestlga{or The pohce force is part of the Armed o
-_ Forces aiso calied the mzhtary, _but is the mlhtamstm method the best way o
'_:_to be apphed to the manaoement of the pohce ? Further examlnatmn is re-_.:

o qmred and the answer wﬂl not always be " yes " the pnnmple of the "Pohce : b

| Force Leadershlp is perhaps a better answer. ..

Pohce Commssmner M. Karyadi explams in his book entitled |

- “Leadersh_lp " the f_oii_owmg characteristics of the police force leadership : "Do
not work alone, but try to work in such a way that other people can also
- work, because it is not the result done alone that is evaluated but the one done
by the group he supervises"? 7
However, another moderate opinion exists saying that it is very
difficult to decide which is the best. According to it there is not a single kind
of leaderhip that is most superior. This theory was forwarded by Kenneth H.
Blanchard in his book entitled "Management of Organizational Behaviour”.
He explains that there are 4 kind of styles of leadership, i.e.:
1. Telling (S-1) : High attitude of directing but low attitude of encouraging.
This style is militaristic, which is suitable for directing subordinates and

most effective for the unable and not-willing man;

7y Karyadi, M., Senior Police Commisioner, Leadership, Politeia Bogor : PT Karya Nusantara Cabang Ban-
dung, 1976, p. 38.




2

Consultmg (S ’?) Most suztabie for 10w medmm levei deveiopment andﬂ.'-_; g

o _effectwe for the unable but wﬂlmg man Here the attltude o’f chrectmcr is

hlgh also the attlmde of. encouracmg $0. there is a two—way commumca-

' th:on between the supenor and subordmate

. '--Part1c1patmg (S 3) The supenor does not dlrect very much but he glves_: : |

_encouragement The work can be completed fuﬂy by the supenor and

- 7subord1nate in the decxszon makmc ‘This style is very suitable for medium

- to tugh level development and efectwe fo the capable but not-willing man;

Delegat_mg (S-4) : Very su1tab1e for subordinates with high level od
development. These people belong to the capable and willing man. The

leader is here required not to direc or encourage very much.®

The four styles of leadership by Kenneth are shown on Fig. II-1.

According to Kenneth, there is no best style, but he says that the successful

leaders are those who can adjust themselves to the situation. This theory

became popular as the "situational leadership” theory.

Situational approach in leadership is demed necessary, however,

this matter does not help the leaders very much. What is important to know

is: Which style must be used and when ?

The situational elements influencing a certain leadership style are

appropriate for the situational we are facing, among others :

8)

Kenneth H. Blanchard, Management of Organizational Behaviour, Utilizing Human Resources, Edition 4,
Englewood Cliffs N.J. : Prentice-Hall, Inc., p.121.




- demamdofmsk

- atmosphere of organization

' :Fi_g._ H_l o

High

Attitude
of encou-
raging

Low

- cxpectations of subordinate, etc.

Four Styles of Leadership according to

Kenneth H. Blanchard

PARTICIPATING
5-3-

Directing = : low
Encouraging : hign

COBSULTING
S-2

Directing : high
Encouraging : high

DELEGATING
S-4

Directing : Tow
Encouraging : low

TELLING
S-1

Directing : high
Encouraging : low

Low

Attitude of directing High

Another important factor that a superior/leader has to know is the

factor of subordinate. The situational leadership mentions that the low level

development is the key of success of the leader.




a.

' .The low.level development is drawn as a continuous line divided

y mto 4 levels

a Low (D 1)
'Low to medmm (D 2)
i 'Medmm to hicrh _(D_.—3) _
4 High( ©H
- See Fig. 112

The following are some steps to improve the low level capability :

according to Kenneth :

Say what must be done, what the responsibility is and to whom one is
responsible (Telling Style/S-1. This is very ideal for the low D-1 level);
Show what must be done, so that one knows the result of the work :
successful or failed (Telling style for the low D-2 level);

Let him try to do the work his way, let him know the mistakes of the
work; this will not destroy him at ail.

watch his apprearance and result of work, do not hurry to use the delegat-
ing style;

Tackle the consequences, among others :

1. The positive consequence by a reinforcer for possible return of the

behaviour;
2. The negative consequence, i.e. the weakening factor (punisher);

3. The neutral consequence.




| willing  not-willing - willing  not-willing

Capab;thevel of _;S_ubordinétes:'_ S

. Style of .
leadership

D R, S-2 .

RV | 571

Source : Kenneth H. Blanchard

'_Leadf:rship style according to the WHITE and LIPPIT version cover :

1. Authoritative Leader Characteristics :

- All policies are determined by the leader;

- Steps for technical activities are taken by leader;

- The leader dictates the work {o the subordinates;

- The leader keeps at a distance from the group activities.
2. Democratic Leader Characteristics :

- All policies are discussed by a group and the leader encourages it;

e-leadergives-suggestions-and-several-alternatives;

. The subordinates are free to work together and the job description is
delivered to the group;

- The leader is always objective and thinks on the basis basis of facts.
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3. Laissez Faire Leader Characteristics :

The freedom of decision making is with the group or individual;

The leader only gives information when asked;

No participati_op of the leader;

No attempts to arrange the process of work of the organization.

Theory X and Theory Y

Before applying a certain style of leadership the leader should in

advance have knowledge about the group of employees or subordinates relat-

ing to the X and Y theories of McGregor, as follows :

The chacacteristics of the X group of subordinates are the following :

1. The group is lazy and keeps at a distance from any kind of work

= NN S NS R

Passive, without any initiative;

Greedy for money, does not want to bear risk;
Not responsible, likes orders;

Need to be driven, supervised and punished;

In favour of authoritative leadership.

The characteristics of the ¥ group of subordinates Comprise™

1. Fond of working;

2. Creative and responsible;

3. Work is considered as a challenge, not as a place to find cash;




T

o _ 4 -:-Wi_l_li:ng and is fond of work;

5 Creates democratic leadership. ¥

: ._.-;.;..f.Tn ﬁlmmenswnal Gnd | | o | o
WE Reddm nnproves the leadershlp style with 8 different kinds, 4 of :

S ...'.whlch are the most efective, i.e.: 19

Y Exeéutive / 4

o Tins is the style of a leader who has a high feeling for work and comnion-
; shxp He belongs to the group of motivators and is fond of management as
a te_arn,

2. Benevolent Autocrat
1ow orientation power for companionship but has a high feeling for
work. Considered as a person who knows what is required and how to get
it without arousing any tension;

3. Developer
Low feeling for work, but has grat power for companionship, special
feeling for his subordinates and can develop them individually;

4. Bureaucrat
Feeling for work is high, but is low for companionship. Belongs to
poeple who strongly upholds regulations and procedures and controls
these seriously in his performance.

9) Ibid, p.16

10) Ibid, p. 130.
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Theory of Motivation and Leadership

The matter of leadership and the poeple conducted by their leaders

~ s closely related to mot_ivatio_n of these i_ndividuals.

1.

. In hi_s_theo_ry_ 6f__tié_=éds, _'Masipiév distingui_shes__ 5 levels . of needs,

*as follows :1V

Ps_ychclogical Needs

Thése are the most basic needs, such as food, drinking water, rest, etc.
Safety Needs

These cover the needs for being undisturbed, not threatened, protected
against physical damage or loss of opinion.

Belongingness and Love Needs

Needs for friendship or social requirements, such as love, sympathy, etc.
Esteem Needs

Needs for improving personal image, such as reputation, achievement,
prestige, status, etc.

Needs for Self-Actualizations

Needs to realize all potentials, talent, capability and willingness (Whata
man can be, he must be). These needs represent the most important needs
of the human being.

For details of the Maslow theory, see Fig. 11-3.

1) Ibid, p. 815.




' orced Relatmnshlp

thelr common goa1

o .';The basm techmque of forced realtlonshlp 111 the reahzatlon com- ;-_f:g

3 B prlses among others developmg new 1deas usmg the followmg steps

v -"1 ';::_.}'_Fact Pmdmﬁ

- This ia aprocess for fmdmg facts and clear pictures of a sxtuétwn and
R "where we are _ | | | R
2 "Probiem Pmdmo .
__Th1s is to fmd a clear plcrure on wher we want o go. - The several prob-
| '1ems_sl_1_ou1_d be formuiated so that one can see them in different ways.
3. Idea Finding
' '_Efforts to flIld as many as possﬂ)le alternatives for the problems in order
| to reach the goal
4. Solution Finding
Selecting the best possible criteria in order to evaluate alternatives to
obtain appropriate and satisfying answers.

5....Acceptance Finding

Preparing a detailed plan for implementation to determine the answer that

have been determined for execution,




 Fig. 1-3: Maslow Level of Needs
Self
Actuali-
tion Needs
Esteem Needs

Belongingness and Love Needs

Safety Needs

Physchological Needs

Source Sastrodiningrat, Soebagio, Prof. Dr. MPA

Fig. Il - 4 shows an illustration and clarification of the matter.
This technique is known to give much contribution for solving
problems faced by the leader of an organization. However, many leaders are

still reluctant to apply this theory to their work, with the reason that it takes to




- much time and is not very effective. There are also some people who explain . -

| that the. thé_o_ry would involve subordinates aﬁd_lessen_ the credibility or lower

- the prestige of the leader. Whatever the reason may be, this opinion is incor- :

Crect. oo

Fig. T1-4: Stages for Problem Solving in a Creative way

Source

MESS FF PF IF SF AF

GOALS

Utami Munandar SC, Prof. Dr. Creative Problem Solving, IPBM,
Jakarta : OTC Institute, 1987
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C. Work Relationship

1. Investigator

The Criminal Code (Kitab Undang-undang Hukum Acara Pidana/KUHP)

mentions that the investigator is a state police official of the Republic of

Indonesia who has received special authority through a legal ordinance; he

has the obligation and authority to receive reports, complaints on criminal

acts, and has further the right take legal action, such as :

a.

b.

h

AR

Giving order to stop a person;

Examining identity documents;

Arresting, detain, ransack and confiscate ;

Examine and confiscate documents;

Take fingerprints and pictures of somebody;

Call and examine a man as a suspect or witness,

Invite experts required for examining a lawsuit;

Cease Investigations;

Take other measures in accordance with the law (vide article 7,

Criminal Code).

Public Attorney

A public attorney is a prosecutor who through legal ordinance has re-

ceived the authority to prosecute and carry out what has been determined

by the judge, with the following authories :

12) Scenarto Soerodibroto, SH, KUHP & KUHAP, Edited by Soenarto and Associates, Jakarta : 1986, p. 79.




. -_Recewed and examine 1nvest10auve documents from the mvestlgator
b. _-Prowde mstructlons for i mlprovmg the mvesnganon
C. Prosecute

o d QExtend the penod of detennon

. é.._f--:Carry out other task suc:h as detam change the status of the detamee. :

= when case has been taken to court

: Pr_epaxe_accusauon letters;
g. Take cases to the court;
h. CeaSe_a case for the sake of the law;

Catry out other actions within his scope and take the responsibility as

[T
S

a public attorney;

j. Implement what has been determined by the jude. '

3. Court of Justice
The court of justice is authorized to examine and decide whether or not an
arrest or detention is legal, cease prosecutions, and to determine compen-
sation or rehabilitation. It is authorized to try any case and criminal acts
that occur in his legal area. 1%
Based on the abovementioned definition and responsibility as stated in the

Criminal Law, the relationship between the three agencies has become an

“interlink refationship”.

13) Ibid, p. 8.
14) Toid, p. 29.




s FlgII—S Shows a picture of_this: m.étt_er,. _

| ~ Process of Criminal Act Completion in
. the CIS Interlink Relationship

B pecsensemear—|
| ENVIRONMENT |-

|1}
11 LIDIK  TERIMA PRA ADIL
JL| INVESTI- TINDAK  SEMPURNA ADILI
| | GATOR  RIKSA  DAKWA GANTI RUGI
E] P.U. P.U P.N. REHABILI-
L RAHRA =~ LIMPAH TASI
|
|
{

T oA IO
=~ O e Bl = 2

FEEDBACK

Source - Secenarto Soerodibroto




Fig. I1-5 shows that the relationship among the three parties is SIE

B _ .'ho'r'izont'ai inter-connected and form a sound unity. The police in vestigator ':_

il _"";__-and court of Justlce A pubhc attorney cannot arfest or sentence a cr;.mmal

o cax_l_ onl_y try a man when the _pr_o_se_c_utor has completed the accusation that has
. cé@éﬁﬁion with the case or inv'e.st_igation from the investigator.

. in certain cases,i.e. .smaﬁ criminal acts, such as traffic tickets,
minor thefts, the investigator may immediately forward his case to the court
of justice through the public attorney; reversely, for temporary decisions the
court of justice can starightly contact the public attorney or investigator.

The position of the respective agencies on the CJS method can be
seen on Fig. II-7.

Referring to the CJS method the position of the agencies should be
independent; the relationship is just because of their activities and coordina-
tion. No agency is dominant to the others and each has an aqual bargaining

position on the method.

e :cannot prosecute or try a man, as thls is the authorlty of the public attorney

: ._ 'en“.her because he is only authorzzed to proscute hke the court of justice that =




Fig. 1-6

e el

Position of the Respective Agencies on the CJS method

Police

€3S

Attorney Court
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D. Improving The Human Resource Capability

Stoner and Wankel explain that for improving the capability of the
human resource as manpower of the working unit following steps can be

‘taken :

1. Approach through process staffing and human resource

management in several stages, such as:

a. Human Resource Planning

This activity is performed to meet the needs of the organization in a
proper way within a period up to 5 years. More specifically, the
planning puts stress on the growth and development of those who
want to reach a higher level of capability, creativity and fulfilment of
needs, because the human being represents the most important re-
source in the society.’
Through this planning it is hoped that the recruitment of investigators

" can be better programmed in order to anticipate the callenges in the
future and the possible mobilization in the unit.
Inaccordance with the stages, this planning is also aimed at future develop-

ment, which means that the career of aninvestigator will develop to a higher

level.

15) Keith Davis & John, W. Newstorm, Behaviour in an Organization Erlangga, Jakaria @ 1990, p. 14,
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'Essentially the approach of the human resources is of suportive na-
'_ture l.e. to assist the member so that he can achieve more, become a
_-more respon.sﬂ:)le person and afterwards create an atmosphere in
3:_.-wh1ch he can pay hlS contnbutlon to the maxnnum of his. abzhty
- _A proverb says "If you now owe ﬁsh to aman for one day, you teach hlm o

'angie fish, and by domg SO you have glven him fish for his whole life.!®

b. Recruitment
Recruitment means procurement, in the meaning of a process of activ-
ities io fill vacant positions starting from planning, announcement,
application up to the appointment. This procurement can be achieved
by way of recruitment from whitin, from the organization itself.'”
The implementation can be performed in the campuses of
universities, courses, also via advertisements in newspapers, profes-
sional magazines, employment bureaus, and from mouth to mouth.
The advantage of seeking workers from outside is that new,
fresh, more motivated and qualified poeple can be obtained. The
selection should be made competitively, with many competitors and
implemented in an open way; only by this way can the best result be

acquired.!®

16}

i7)
18)

Ibid, p. 15.

Zainun Buchari, Prof. Dr. MPA | op-cit, p. 65,
Ihid, p. 55




Recrultment may also be made from within the organxzatmn

: thas method is less expenszve and fosters 1oyalty, it is also stimulatmv :
) _for better act1v1tles and does not requlre onentatlon at the begmmncr R

 ofthe recrmtment “Here it means mutatmn wﬁhm thelr own cn:cle G

e __'-["Which for e‘nployees WhO have never been in another secnon is
| somethmcr new. |
They will be motivated to become more motivated and in-
| crease their zest of work.!?
The process of recrmtmen is as follows :
(1) Study the several kinds of work and needs for the labour force
(job analysis);
(2) Determine the requirements for the labour force in accordance
with the statement;
(3) Seek interested person who meet the requirements by means of :
(2) Walk-ins and write-ins, which means seeking outside and
apply;
(b). Employee Referral
Employee of the company recommend their friends to the
personnel department to fill the vacancies;
(c). Educational Institutions, i.e. through agencies and educa-

tional institutions;

(d). Military Operations

Recruiting retired poeple;

19) Stoner & Wankel, Op-cit, p. 326,




: -_.'_'-._-(e) Departmc Employees s

o __'_Pocplc who have rctircd for a ccrtam reason are summoned s

L to return to thcir oid place of Work

| "'__i:__Opcn House il

i -:ﬁf'expected that the persons WhO wﬂl be accepted are. attracted

'jto and know the 51tuat1on of the orgamzatwn completely

'-_f'-.Matters that be avxded durmg thc recrmtment process in- - :-;'r;{f'-- '

-:- ciudc the follcwmo .

@, _Bhnd Ads.

- -No spec1fic explantzon is given on the recmltmcnt

S 5). 'Educat_lonal sources, for instance, Secapa/Sekolah Calon Perwi-

- ra (School for officer-candidates), dkpol ‘Akademi Kepolisian
(Police Academy), Sepa/Sekolah Perwira (School for officers),

etc.

The training and development is aimed at improving the capability of
the employees so that they can pay good contribution to the organiza-
tion, The development is programmed to bring the employees to a
higher position.

The development can be performed using 4 methods, i.e.: 29

(1) <Coaching Method : Directives are given by the superior;

(2) Work Notation: Transfer of position in the same department or another;

20) Awaloedin Djamin, Prof. Dr. MPA, Ketentuan-ketentuan tentang Saipam (Stipulations on Security Person-
nel), Ministry of Defence and Security, Police Headquarters, Jakarta : 1980, p. 127,




;(3_) : _'--Duty T ralmnc The tramees Work as ass1stant manawers
- . Planned Act1v1t1es The tramees have to. do 1mportant work in
L order to deveiop theu‘ expenence and capab111ty

. _Much ev1dence can b1 czven to 3ust1fy that by gzvmg work to.

S tramees the quahty of thelr Work has ;unproved Work that does _

- -not flt the tramees wﬂl lower thelr quallty and even make it

_'_'Gradually dlsappear 21) 1

Tralmng and development only is not sufficient to improve the

_humanresource anothervvlder activity should be given, for instance, subsmiy '

| :fo_r_a house so that they may have a house of their own; by doing this they
will work in a calm way.??

Another recent popular development technique is simulation and
immediate practice in the field with real scenarios, for instance, fire, bank
robbery, demonstrations, or orther managerial activities at the place of
work.?¥
Relating to this education and training Albert Wijaya explains that
education is the key to the nation's welfare and that the success of a
company is determinend by the factor of the human capital ; not by a

huge capital or sophisticatited technelogy, but by the sophistication of

the human being.

21) Zainun Buchari, Prof. Dr. MPA, Op-cit, p.79.

22) Rudini, Minister of Interior Affairs, at the general lecture for the opening of the MPA Program, Gadjah
Mada University, Suara Pembaruan, Edition March 1983.

23) Awaloedin Djamin, Prof. Dr. MPA, Op-cit, p. 115.




It has been cocluded that in order to improve the welfare of -

-_the soc:lety the factor of educatlon and training must get first

prlonty o

who aiways has todo Varlons complex ]obs He w1ll neverbeableto

-d_o_.%ns W_orl_{ properl_y 1f-he d_oes not get drill and training on a routine

‘basis or peri'odic_ally.

Performance Evaluation, i.e. comparing the performance of a man
with the level of positiqn he is in. If the performance is high compen-
sation or bonus should be given in the form of promotion.

The Reinforcement Theory says that it the performance of a person is
all right, he should be awarded compensation. He will work well
again or even better, as he knows that he will get compensation.?
On the contrary, if the performance is low, he should be punished,
for instance, by an additional training in order to catch up with the

standard.

ThiS 1s rlcht mdeed especzally for the pohce mvestlcalor E '

24y Wijaya, Albert, Dr. MPA, Jayakaria newspaper, Edition 19 January 1993,
23) Sastrodiningrat, Soebagio, Prof. Dr. MPA, Op-cit, P. 823,




Evaiuatzon is very meanmoful for those who realiy Work S
.WEH Through evaluauon hard work and performance will be ac- :

- _'-.knowledged .partuculaﬂy. for peopie_ who _be].ono to the category in

e @ accordance Wlth the Y theory saymg that in prmmple the human bemg e

o ismor my i S S
_“He is aciually potennal has nnagmatwn to. bucome bright and creatlv-
Aty -_t_hat can be used for his work. It is just the leader that should lead

Ih1s potentials to acuvmes

Zamun Buchari says further that the principle of benefitting

the potentials of numan reources is satisfaction, above all mutual

satisfaction. All potentials of the human recources should be benefi-
cial for all the parties concerned.?®

This principle should be followed by all managers, i.e. that
there is no human being that is not beneficial and cannot be benefit-
ted; even a physically defected person can be benefitted in accordance
with his defect. A paralyzed man, for instance, can drive away chick-
en; a blind man can blow off a mortar and a deaf man can fire a
cannon.?”

Performance evaluation can really suggest creativity and

move motivation *®

26) Zainun Buchari, Prof. Dr. MPA, Op-cit, p. 62.

27

Ibid, p. 63.

28) Keith Davis & John W. Newstorm, Op-cit p. 163.
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2. Approch to Work Dmmbutson a.nd Stmcture of Organization
_ Work Distnbuuon |

Startmo from the reahty that nobody can do all compiex work

o : and that nobody has sklll to do all kmds of work sevoral steos are re- . :

E -fqun‘ed to dlstrxbute the Work to a group of people |
- Theso__persopsw_lll in the long run become experts in their own field.?”
o -Paxiiculaﬂy in the field of investigation, distribution of work is
- necessary. With sepecialization the char_ao_te_r_i.s_tics of the investigative
activities will stick out among the other functions. For examples, a secu-
rity specialist who is an expert in fire matters has more control over his
work than a fire extinguisher.

Tasking by the superior to his subordinates in the form of dele-

gation of authority, which represents a form of trust the superior, will
stimulate his men in performing their work.
An investigator can never solve the problems in his work, if he is not
trusted to do this. An investigator, for instance, who is examining a
certain crime cannot take any decision if there is no delegation of authori-
ty by the law; he cannot make a report either, although the case is very
important and should need action.

A research made by an expert says tha 45 percent of the work time each

day have been useless By @ Worker. ™

29)  Stoner & Wankel, Op-cit, p. 341.
30) Ihid, p. 318,




'- '_lWlth the approach to Work dlstnbutxon the mvesmcrator wﬂl be able to do_ - :

.'.:addltonai work that beneﬁts hxm and the umt wh1c:h means that can w1den i

scope of work

an employee who Wlll be able to plan ms speed of work

e or example an mteihgence offlcer who also does the WOI‘k of_ S :

S ';__:an mvestxgator wxli get more expenence He can also delegate tne j()b to. i

o Thls employee W111 50 become more responsible and motwated he will .

;aiso feel enthusmstxe because he has been mvolved in the deemon making - -

_and responsfolhty 3D

.Sifueture o'f Orgaﬁizetion

Ny A structure of organization is required in each cooperation
which shows the 5 principal aspects of the organization : work distribu-
tion, superior and subordinates, kinds of work to be implemented, group-
ing of the sections, and management.

With a sound structure of organization and oriented to the goal
and strategy it is hoped that the investigator will be able to do his work
eficiently.

We know that a man does not know his job, how the responsibil-

ity is and to whom he has to report, if the structure of organization is not

very clear. A perfect structive will Tead 1o a proper distribution of ail the

31y Ioid, p. 357.




. "__'work Ieversely an nnperfect one wﬂi cause the supenor not do delegate |

_fhls authonty to the subordmates smce the mvestzgatwe umts are already '

: -'more autoncmous and know what to do

il Creatmty 1s very xmportan: for a company to be know each Empioyee

| --'sﬁfvflety-"’?’.-.-;-'fhls exz).ressm_n can s_u.mul.a.te the mdmdual_ to do more .for his

UnDit.

3. Approach to Coordination and Design of Organization
‘Needs for Coordination

.-'Coordir.iation is felt as a basic need for carrying out investigative
work and covers many aspects. Whithout coordination the interdepend-
ence bet ween the units of an organization will not work. The contribution
from the working units to each other (reciprocal interdependence) will

make the organization effective and efficient.®®
In the field of investigation coordination may be done laterally
of horizontally, that is sideways, vertically or upside, and diagonally
which all have the objective to improve the performance of work optimiz-

ing the supervision and control.’®

Creatlvity is pnnmpally a means to reach 1mpr0vement he“. o

32) Ibid, p. 279,
33) Ibid, p. 384,
34) Awaloedin Djamin, Op-cit, p. 151.
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- Coordination is a process to link the targets and activities of

separated working units in order to achieve completely the aim of the

- organization. In the appl_i_cati_ou several obstacles have been encountered :

" a. 'The increase of needs for coordination is not followed efectively by .

an increase of the results; -
b. Improvement of specialization will enlarge the needs for coordinations
which nota bene is hard to achieve, because it is more difficult for

managers to coordinate the activities of various specialized unit.>?

In order to handle proper coordination for the sake of unity in an organi-
zation and to influence operational efficiency span of control is needed.
For example, for the daily activities the security men are divided into
three shifts; each shift is headed by a security officer and consists of 15
men with 8 hours working time. If there are many units in the organiza-
tion, the number of personnel is adjusted. A shift can be divided in to
groups headed by a supervisor who is responsible to the security
officer.3

In investigative activities, each unit is under a sub-unit chief who

is responsible to the unit chief.

35) Robert W. Olson, Op-cit, p. 419,
36) Awaloedin Djamin, Op-cit, p. 179.




..li_.:Des;gn of Orgamzatlon

A proper structure of orgamzatlon and an adequate program that .

' ﬁ:meet the needs of men technology and actwmes wﬂl be able to develop..:-_f_-.:_-::_.i__:j-:_'-: g

i :fthe mvestlgator to f 'e_factlous ' nmg the secunty and order

| --[requlre a fle}uble de31gn in order to avo1d stlffness in. the executlon of_ e

- work A proper demgn IS helpful for routme moldental and rush work

_For example a patrol man Wh() is o‘oservmg hzs area has seen a group of

-.workers that Wants to go on stnke he can mmediately take action by way
of dlspersmg the group, soatter the mass, ple up the Ieaders talk with
them and in the meantlme contact hlS offlce for assistance to avoid a
'stnke Another example ¢can be given about an mvostlgator who is in
charge of supervising workers loading goods into a ship. In this case he
acts as an intelligence officer.

If a deviation occurs, he is entitled to use the right of discretion of an
investigator and examine the case to prevent loss, theft embezzlement or
acts for damaging goods. The conclusion is that by way of a flexible
design a more effective working mechanism can be encouraged in order to

suppoit job enlargement and job enrichment.

-'_Contm us changes m an env1ronment orvamzatloo. or strategy,_-:_i' o

Stoner and Wankel explain that a structure of organization can
be correct if it dependable on certain conditions of the organization can be

correct in certain moments with variable influencing keys like environ-




'-mentai strate gy where tchnoiooy and characterlsncs of the members are
apphed 37) o

B .'We may conclude that the desugn of an orgamzanon can be d;fferem from

; : ?;'that of another dependmg on the caracteristics of the above mentloned B s

vanabies An oroamzatlon dlswn shouid from time to time also be' e

| _changed and ad_lusted to the smlatzo::; m its relanon Wlth the strategy to be
'. used the. env1ronment where the orgamzanon operates and the technology
_ apphed to run the operation and to the characteristics of the members that
have been .accor_d_ed with the various kinds of work. The task of the inves-

tigator can be seen from the work sepecification which is in accordance
with the sepecification of the respective units. The task of an economic
~investigator, for instance is quite different from that of an intelligence
officer in an oil drilling project. The performance of an investigator is
measured by his contribution to his unit. The task of an economic inves-
tigator therefore cannot be compared with what the intelligence officer

does; their goals are different.

Structural and Tecnological Approach, Approach to Equipment
Structural approach is felt as a need for the change of an organi-

zation. One of the steps that can be taken is, in addition to the classic

organization desigi, 4 description of the work distribution, zuthority and

37y Sioner & Walkel, Op-cit, p. 375
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responsfmhty, decentralization by creatmo smaller mdependent units in -

-_ order to change the ﬂow of work in the orgamzatlon and group the var— -

ious specaal sectors 38)

In the mvestwatwe orgamzatmn the groupmg of the sectors is | i

2. meant to dlstnbute Work per umt in accordance with the spec;ahzad quali-

-flC&thIlS A good control over the work will 1ead to increase ol produc-
tivity, working spirit and satisfaction.

Tecnological approach is derected at redesigning of the work
6peration, as the application of new tecnology cannot be immediately
abccpted by the group of workers and is often contradictory to the struc-
ture of organization. For instance, in the case mining operations the intro-
duction of innovated technology has lowered the productivity and many
accidents have occurred. With a redesign the operation of the group can
be rearranged according to the new machineries that are used.

Another example is the operation of the system of computeriza-
tion for the production of driving licenses at The Directorate of Traffic of
the Jakarta Area Police that has lowered the enthusiasm for work for
some time; the system could run again after a redesign of the working

operation. For the investigation activities the redesign of the operation

makes use of sophisticated computeriaed equipment such as detectors, cc

television, police lines, tapping machines, narcotics tes mechines, lying

test machines, disguising machines and so on.

38) Ioid, p. 525.
39) Ibid, p. 526.




We cannot Walt any longer for mastering technology, we must
) contmuously adapt ourselves to follow the rapldiy 1mprovmg technolooy,
o especxaﬁy in the ﬁeld of telecomumcatmn an mformatlon electronics and - |

' t;:anspo;:tatmn Howewer sopistlcated equlpment wﬁi have no meaning 1f - -

St 1s not accompamed by soph1st1caed poepie for the operatmn ‘Peter

‘Ducker says that information is very important bacause in the 21% century

 all organizations will be based on information.*®3

5. Approach to Delegation of Power and Authority

In order to improve the efficiency and develop the creativity and

responsibility of the investigator in his major task delegation of power and

authority is required. This is necessary as not every investigator occupies

a place in a certain hierarchy of an organization to have power. The kinds

of power required for a unit member that are necessary for the fluency of

implementing his major work include, among others :*V

a. Coercive Power, i.e. power that can be force where the influential
person can punish the influenced. Through this power the investigator
can without any doubt take action argainst the criminal.

b. Legitimate Power, i.e. power that is required for obeying a summons,

examination, search, arrest or detention. A good example of this

40) Drucker, Peter, The New Relaty Management in Indonesia, Jakarta : 1992, p. 167,
41) Stoner & Wankel, Op-cit, p. 434,
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power is, for instance, the case where an investigator has the right to
ask a person, institution or something else to show his identity card,
indentity documents, etc. for investigating a certain deed.

c. Expert Power. only an influential person can have this power, that is
an investigatbr who masters his work perfectly, a specialist in his
field, who Wili be very helpful in handling his cases without depend-
ing on other persons.
Expert power can be obtained through education and development or training
provided by a company or by sending employees on scholarship to study in

the country or abroad.

Approach to delegation of power is basically applying approach to the
human resources (supportive), because the role of the manager is here not
controlling his employees any more but he i8 supporting their growth and
achievesments.*?

Power is in principal different from authority; power is the
capability to influence other people and is obtained from activities or
personality, while authority is something that is given, i.e.

Work delegated by a higher employee. However, in reality power and

authority go side by side and are interrelated. A man who has authority

42y Keith Davis & New Storm, Op-cit, p. 14,
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‘has a_utomaticaily power. On the other hand, a charismatic person can . -

~make a person have personal power, so that he can develop his followers

- or subordinates through _t_he__fofc_f_: of his personality.

- With this ipé;rspna}i_t'y and pérs__o_na_l _en'chaﬁtment_ and confidence = . .-

-':Slippl_emen_ted'by_ the autﬁprity_f in ac_qdrdahcé_-_iﬁ__ith his position, he is

- considered as a successful leader. Examples from the history are Mahat-
ma Gandhi in India and Franklin D. Roosevelt in USA.4?

| The difference is that power is obtained through an activity and

power from delegation by somebody. Personality is somthing that comes

from inside the person that spouts out in the form of personal enchantment

and confindence and emerges as personal power.*?

6. Improvement and Development of Oneself
Another step that can be taken for improving the human re-
source capability is by motivating members to make attempts to improve
and develop themselves and absord science and technology and try to
understand regulation and legal matters that will continuously develop in
line with the improvement of technology. The word has no borders and
as Kenichi Ohmae said globalization has pounded the whole world; an

event however small, that happens in the other side of the world will

immediately be known by the other side. This has been made possible

because of the improvement of technology that cannot be concealed.

43) Ibid, p. 158.
44) Thid, p. 159.




Crimes with various kinds of modus operandi, like white collar o

| crirnes, for instance, will be easy to imitate and follow. The era of global-

- 1zatlon mstance has realiy made everythmg Wlthout boundanes 2

To ant;mpate such crlmes there is no other way. than to follow

S _f._them and ad_]ust oneself wzth the speed of the technological development

_T_h_ls canbe done by 1eammg a_nd Iearmng, individually as well as classically in

- the form of scholarship, upgrading, at formal or informal education.
| Kenichi ohmae's ILE, Interlinked Economy, is closely related to
TRIAD (USA, Europe and Japan) that is joined by agressice economists
from Taiwan, Hongkong and Singapore, while ILE, that we want to
discuss here is an abbreviation of Interlinked Law Enforcement, i.e. law

enforcement that interlinks the police force, attorney, and court of justice.

Mental Attitude

Dr. J. Riberu in his book entitled "Etika Bisnis" (Bussiness
Ethics) explains that professional ethics means science that discusses the
details of the behaviour of a man as a human being in fulfilling his duties
constituting a guideline of behaviour in his positon, seen from the point of
the essence of man. Professional ehics is needed as a guideline for moral

and mental attitude. Professional ethics can develop restains of feeling

and the principie of putting in ancther’'s place and prevent seifisiness.

45} Kenichi Ohmae, The Borderless World, Mckinsey and Company, Inc, 1991, p. 18,
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1.

In pracnce much work performance has been dev1ated from 1ts :-;'

0b_]€Ct1V8 by temptatmns If it 1s allowed contmuosly, 1t w1ll harm the

orgamzat1on or umt because the targets Wlli not be achleved 46)

Ot Ways for Capability. Tmprovement

Avaoid fo Bcccn:ie a 'Crime Broker or Regulator

Both' are disiiked. because they are not good and.destructive.

A reliable investigator with experice, brilliant and creative has much

opprotunity to become a crime broker or regulator, in particular if he does

not have a strong mental attitude and high spirit for life and ignores the
ethical codes or professional ethics as a law man. There are a great many
examples, one of which is the involvement of a police officer who has
been the brains of a theft of motorized vehicles in several placesin Indone-
sia.

A human being has indeed a tendency to arrange everything
without any consideration of what is arranging. He will easily say that his
theory approveshis deviations (a kind of theory of justification). An

example is the arrest of a man who calls himself a workers, activist of the

SBS1/Serikat Buruh Seluruh Indonesia (All Indonesian Workers Associa-

tion), Mochtar Pakpahan by the Semarang police (Kompas, February 15,

46}

Riberu, I, Dr, Etika Bisnis Pedoman Perilaku di dalam Berusaha (Business Ethics, Guideline for Behaviour
in Business, Editor Karunika Jakarta, OTC Institute, 1987, p. 15.




o -_46' S

_'1994) the 1mplementatzon of whmh does not foiiow the Crzme Code = o

_(KUHAP) The arrest was not accompamed by an Instruction to Arrest

.the detentlon was. not elther :

ed person The prmmple of presumpuons of mnocence has been 1gn0xed .

' a_r_l_d_ the apt_xo_n is contradl_ct__mg_ the human rights. -.Her¢ the theory of justi-
-'ﬁcation_ could say that tﬁe man has been caught redhanded or has come by
- himself to.rei)ort. Is stra_nge tb .hear that this maﬁter .is only considered as
a matter of internal administrative affairs that do not harm the arested
person or the official,. We are of the opinion that the man has been
harmed seriously and the formal truth of the criminal code has been vio-
lated. This was disclosed by Prof. Dr. Muladi, professor at the Law
Faculty of Diponegoro University at a meeting of the National Committee
of Human Rights that he chaired after having spoken to the head of the
Semarang area police.
The mental attitude is blemish and inflicts the organization and
unit. The conclusion is that the two actions described above are bad and

should be kept away; it is a parasite for the organization itself.

ThlS actlon 1s really beyond the procedure of the current mgula— }

The SWUL Anaiysis
In order to make people efective in their business unit or organi-
zation, the SWOT analysis should be applied to know the power of the

unit, what the weaknesses are, what opportunity is open and what con-
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'-Straints .-they -héve In his book--on --poiice -management Djunaidi Maskat "
H explams that the SWOT analysxs is to analyze our capablilty and con-
- stramts 1ncludmg the 51tuat10n and condltion that can be beneﬁtted He

N "says further the followmc ‘.‘7)

Strengths
:Strenﬂths mclude the nmnber personﬂel material finance and capabil-
| 1ty A proper Manacemem Informatmn System/MIS is required to
~ support this analysis
b. Weaknesses
This is analysis the weaknesses of personnel, logistics, material and a
restricted financial source. The weaknesses should be discovered for
solution.
c. Opportunities
This is an analysis of strategic environments covering :
1) Population growth with its implications (urbanization, unem-
ployment, etc.);
2) Natural disasters, such as flood, erosion, eruption failure or
harvest, condemnation of land or house, etc.;

3) Everything that may happen ;

47y Djunaidi Masket H., Manajemen Kepolisian, Teori dan Prakrek (Management of the Police Force, Theory
and Practice), Sanyata Summanasa Wira, Sespim Polri (School for Police Staff Leadars), Bandung : 1933, p.
38.




4) Potentzais of the ar.ea that can be beneﬂtted 11ke Popuiauon _:*_f :

natural resources etc

d Threats

' hreats mclLde approxunatlon of Whattever kmd that may occur

. _Qﬂene Theory | .
For proper and efflclent performance of work the queue theory S
is reqmred in oxder to minimize wastefulness Wlth this theory a surplus .
E 'of personnel may be transferred to another unit, and reverseiy a unit that
"1s short of personnel can accommodate that surplus during peak time.
- Foilowmg are some queue dlsc1p11nes 48
- F1rst come, ﬁrst served ;
- Pnonty, ie
.1) Earliest due date first
2) Shortest processing time first
The Queue Formula :
A =/, arrival date, number of events expected within a certain
periode;
S = 1J, service rate. i.e average time for service (in minutes, hours
or days);
48) Richard I. Levin & Davis 5. Rubin, Quantilative Approach to Management, Seventeenth Edition, McGraw-

Hill International Editions, p. 312.




PW o= oppo_rtunity for busy time (factor of utilization in hours and -
minutes);
- 1LQ = , the number of people waiting in the queue;
©WQ =, ‘the time spent inthe queve
WS = ., the time for service-
K =, the channel.
S/8 M/S
1 KN
PH = T/U = A/S P = — . (T/K —
K1 KU-T
LqQ = Q= LS - T/U
U/u-T S(S-A)
T TUT/BK Po + T/U
LS = — LS =
T (K-1)/CKU-T)2
.
WQ = s ol NP
UU-1T)
1
WS = e Wo = LS/
U-T

Po = T/KU




Example

At the Cengkareng Soekarno Hatta au‘port aeroplanes. need 5 minutes to ..

_ 1and after the szgnal has been glven In spite of the ex1stence of a time . L

_ftable aeraplanes often do not arrive regularly or. foliow the Pmsson dis- .

o 'ztnbution in wh;ch 6 pianes amve per hour o

o .-Pignes have to wait lo_ng and_.makc rounds in the sky before there is a

.Sigha,l to land (WQ); how long must a plane wait in the sky before landing
(LQ)?

Anwer @ a) 6 planes per hour

1

60/5 = 12 planes per hour

T 6 6
W = —— = = hours
U/g-T "12(12-6) 72

So averagely a plane must wait 5 minutes in the sky
T2 36
Usu-T 72

by LQ = = (.5 plane

Another example :

The Jakarta Area Police has 3 employees to serve people requesting for

number plates. In peak hours, i.e. 8 hours the office receives 1,750 appli-
cations. Using the queue theory an answer will be obtained on the number
of applicants, probability for waiting, probability of absence of applicants,

time for waiting, number or people standing the queue.




The conclusxon is that by knowmg the queue theory the man—_ '

_agéﬁlent can easﬂy fxx number of personnel in order to g1ve eff1c1ent
: '_servme And somethmc specmi should be obtemed that 1s customer satls-
o :faction In thls case suctomers means the apphcants for number piates .
o The orgamzatlon wﬂl SO have one advantage the empioyees :
-i'_wﬂl be apprecmted and their.. persomhty mcreased gwmu a good image

: on the custome_r_s; .thxs will u_lumately form a brand 1mage, and the police

will r_e_é_lly be like by the society.

The Decision Tree Theory

This theory teaches how a proper and beneficial decision in
difficult sifuations. A number of alternatives will here be analyzed in a
quatitative way before any decision is made order to prevent the probabili-
ty of failure or disadvantageous dicisions.

There are 3 main pinciples in the decision tree theory : maxi-
max, maximin, and expected value principle. The following benefits can
be obtained through the decision tree theory;*

a. More accurate decisions
b. Failure can be prevented or minimized

c. Higher efficiency

d. Predictions can be made

e. Profit

49) Ibid, p. 319.




An example of the decision tree theory is shown on Fig-8.

In ceasing a certain investigation by the police, this theory will
be very helpfui for them in particular the mvesugatwe force, to prevent
faulty demsmns as these w;.ll glve a hlgh moral 1mpac:t oh human rights.
in addmons faulty deczszons may lead to pre~tr1als

Decisiong should be planned very carefully in advance, with no
gambling in order to improve self-confidence. Hesitancy in making deci-
sions should be dropped; by doing so the unit will become beneficial.
There is no reason any more to postpone difficult cases; a decision should be

made to cease the investigation.

Benchmarking Theory and Franchising System

A new concept has been introduced in the business world, a
concept c;f imitating in a legal way (benchmarking). Within less than 10
years this theory has become wellknow and is practised by over 60 per-
cent of all the big companies. Bencmarking has become a strategy and is
very important for those who want to be capable in competitions, improve
competitions.

The process is very simple, that is by selecting which parts of

the company require reorganization; afterward a research is made to

collect data on the working spirit of the employees.
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Generally the Benchmarking process is as follows :
a. Selecting and surveying the fields which need innovation.
- b. Selecting one enterprise which can be used to evaluate the perform- -

C. "Seiééﬁng_ jva_fiébles to be used _t'of éva_lu.été .péi'formaﬁces. |
'd. Analysing and developing the available data.
e. Making the projection of the enterprise with the performance grade
which will be used as reference during 5 years and it is planned that
the entreprise be of the same quality or becomes better.

f. Establishing the target.

g. Distributing the result of the research to employees to establish an-
thusiasm and support the new strategy.

h. Establishing an action plan.

1. Carrying out certain activities and monitoring their progress.

j.  Carrying out the evaluation and the renewal to establish the steps to

be taken based on the best data and target.

Originally the Benchmarking strategy is meant to be able to

identify the key of the factor of success for each field to be surveyed.

For the Police, for example, the Intelligent Department, this concepst. is
certainly clear. The pattern of criminality which is always developing

with its new modus operandi with more variety, with which the criminal

himself is using the Benchmarking too by way of the print and electronis
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media, for instance by using television and western films of which the

diSt_ribution can not be banned anymore. The globalization era has already

spread into the whole worid but does, on the other hand, the Intelhgent
'--"-Department sull have to walt wnhout consxdermo the progress in sc1ence

- and high technology ‘? | | |

The answer to that question is that the Intelligent Department may not

remain static and being behind the time.

Benchmarkirig can be applied to the Police environment, especially in the

Intelligent Department, a.o. through the cooperation between the Indone-

sian Police and the German, Japanese and Dutch Police or Police in other

countries.

By sending Student Officers of the State Police to other countries as stated

before, it will make the application of Benchmarking easier.

The Franchising System

Different from Benchmarking, the Franchising system does not
immitate but it is given some aspect of imitation by the main enterprise to
its branches which covers all aspects, starting from the management until

the working pattern and the service system although it should not be the

same-2s-the imitation shown by the systemn (franchisor)
The one who imitates (franchise) may not get away from the reference

and the pattern already established.




e well may not d1ffe

| ':For example McDonald m Amenca must be the same as MacDonald 111_

L Jakarta 1ts taste serwce colour of the room anci the form of the chazr as i

L. 50)

e :The Franchlsmg concept whzch can be used as the comparatlve reference B

- -_to the task of the Intellxgent Department are a. 0.

The exxstence of the Process of Asszstance and Guldance to encouroge :
_. .to rlse up fr.om thelr faﬂures they have expenenced
b. Trymo new 1deas |
c. .Possessmg 1nnovat1ve concepts

: d ..Momtormg and graspmg the chances intensely.

e. Vlewmg the far future.

In thosc. concepts it is detected that there are some relevance with the jobs

of the Po_licic, W_hich_is as follows :

a. The forming of a research team and analyzing the tactics of success in
one Regional Unit.

b. The creation of a two-way communication between Assistance and the
Regional Unit.

o The establishment of the method of distribution and transfer of ideas

50y

Collection of Seminar papers, Kiat Merintis Bisnis Franchising di Indonesia, Surat Kasetum Polda MJ No.
Pol. B/37/11/93/Setum dated March 15, 1993,




W1th thzs relevance the Key of the Factor of Success can be found as S
follows e ” R

Trymu new 1deas by appiymc mnovatwe concepts for mstance to"_'f_.._ .

_': ."'mvﬂe the actor to act and set a trap

b ';_Persona}. approach and Iookmc far mto the future by given the target . o
- of ﬁmshmg two crlmma} cases per month and rewarding those who
have__a_chl_eved_ mer.e__t_han the target and_pumshmg those who have not

~ achieved the target.




| CHAPTER m ER
ATTEMPTS FOR MRO‘VWG _
 THE INV STIGATOR' CAPABMTY

1. Oxgamzatmn of the Invesugatwe Unit at ﬂ}e Levei ef the
B "'?ohce Admzmstranve Resor{ |

- At the police resort the organization of the investigative unit is

immediately unde_r the éommand of the resort chief who has the rank of
inajor or captain. The uﬁit consists of a number of working units that
take care of the activities in the investigative circle, i.e. :

a. Unit for serious crimes;

b. Unit for thefts of motorized vehicles;

¢. Unit for economic affairs;

d. Unit for property affairs;

e. Unit for vice control;

f.  Unit for narcotic drugs;

Unit for thefts.

QQ

In addition, the following service units exist :
a. Unit for identification;

b. Unit for coordination and supervision of investigator-civil servants;

58
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| C. Umt for detentlon and ev1clence and

d. Un.lt for operatzonal gmdance

o ':The head of a unit has the rank of second or. fn‘st hetenant The dally f S

| actxvmes are unmedlateiy handled by the deputy chief of the 1nvest1gat1ve
- unit, who as_smts the basic tas_k o_f the unit chief. Fig. ITI-1 gives a picture

of the uniis.

Fig. [1-1

OGANIZATION OF THE INVESTIGATIVE UNIT
AT RESORT LEVEL
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o Legend :

Chief of the Police Resort.

_D%ép_gty Chief of t_he_ Police Resort
_. Chlef of tﬁé Inv_éSt.igaﬁ_?J'_e 'Uni_t. TR
Deputy Chief of Investigative Unit =~

_Nqﬁécommissioned Officer for Administrative & Internal Affairs/

S_eéret_ariat.

Operational Unit

Service Unit

Unit for Serious Crimes

Unit for Thefts of Motorized Vehicles
Unit for Economic Affairs

Unit for Property Affairs

Unit for Vice Control

Unit for Narcotic Drugs

Unit for Thefts

Unit for Identification

Unit for Coordination & supervision of investigator-civil servants

Unit for Detentions & Evidence

18

Unit for Operational Guidance




2 Actual Manpower
. In the structure of orﬁamzauon in whlch the various units have i

. ...each aboﬁt 7.membfe”rs .the inVestiﬁative unit at the ﬁresort levei has. 90 to.- .
2 '_100 men In the pohce resort where thls research 1s made the number of_.”':-:":f:{: ;

: the mvest1gat1ve umt members is 7 8 the spemﬁcatlon of whlch can be i

E s_ee_n (_)n_ Table 1. '{‘hls numiber is. iess than that of the Jakarta Area police.

?Wi_t_h the _rest_ricted_ number of investigators the d_istribution of employees
for the réspective units is different, in other words no proportional section
has 16 men, while the unit for property affairs has only 4 men. The tasks
of the employees are, we may say, of equal weight, in the meaning that
they all have to handle reports. Although the unit'for property affairs
does not have the duty to chase criminals, this unit has not less work than
the others. For further explanation, the job distribution of the units can

be seen on Table I1I-2.

Background of Education of Investigators

The majority of the investigators has completed the senior high

school; non-commissioned officers have received military training, while

40 to 50 percent of the total have finished vocational schools of that level.

Table 111-3 shows the data of the education of the investigative personnel.




Table TI-1
- Number of the Investigative Unit Personnel
Cat E_gkasi Police Resort
Officer Non-commissioned Lower-ranking Number
Officer Commissioned
Officer
Captain - - 1
First Lieutenant - - 3
Second Lieutenant - - 7
Sergeant-major - 7
Chief Sergeant - 40
First Sergeant - 14
Second Sergeant - 6

78




~ Number of Units and Employees

~Officer . Non commis-
o - sion Officer

© Mumber

 Serious Crimes 16
. Thefts of Motorized Vehicles
'Thefts _;. A . /
_Ecohcmic Affairs
Property Affairs
Vice Control
Narcotic Drugs
Coordination & Supervision of
. Investigator-civil Servant A
Identification 1
Detentions, Evidence & Opera-
tional Guidance 1 4

Non-commission Officer for

g N B Oy QO

RN &

Administrative & Internal
Affairs/Secretariat = 3

17

G O U1 ~d WO O

76




Table TI-3

‘Data on Investigative Members

64

General Education Miiitary gducation

#roup of Position Vocational £ducation
Univ. SH i Officer Honm com- Investigator
missioned
Officer Officer Non com-
missioned
Officer
Officer 1 10 - " - 6 -
Non commissioned OFf. - 56 11 - &7 - 34
Univ. = University
SH = Senior High School
JH = Junior High School




e ":.-_t1gator houlcl"have that quahﬁcatlon as thls 1s a formal requlrement f'fOI'-.

There are 6 people (half of the total) Of 1:3t1"__1‘e:;tdmcr mvesﬁgators

s _'Who already have the qua11ﬁcat10ns of an znvestwator 1dea11y each 1nves-"f"’:“ Ll

'..i_:'_.i.:hampered in managma h1s members whxch ultlmately wﬂl weaken h1s S

- manageﬂ_a.l_:skﬂl-'

_ Iob Descnptmn

The _]ob descnptlon of an mvestlgatwe unit is in broad lines

R ass1st:1nﬂr the resort chlef in enforcmﬂ the law, especzauy in mvestlcvatmg

'cnrnmal acts, violations of regulatlons and the law up to the submission of

the case to the prosecutor for further delivery to the court. In addition,

other police activities should be carried out, in particular those that are

related to the basic task or immediate instructions from the leadership.
The scope of work of the investigative working units is adjusted to their
respective fields or specialization; the unit for serious crimes, for in-

stance, has to solve ihe problems of serious crimes such as robbery,

murder, torture and so on. The unit for vice control handles criminal acts
and violations in the fields of gambling and morality; the economic unit in

economic crimes such as smuggling; falsifying brands and patents, deceit,




e

_‘_embezzhng, and cnmes in economw ‘banking and monetary affazrs The i

B | jOb descrxptlon and dlStIlbuUOn of reports are ﬂex1b1e the unit for thefts -~ i

i --of motonzed vehlcles for example may handie cases on propezty affa;rs B

__'__':_land or somethmﬂ else Thzs step 15 taken to Ieach the target of operatxon'.’-"

o and optnmzmc the unhzanon ef the human resources in addltlon to even 3 ;'3" .

'_-dlstnbuuon of work.

Productivity of Investigator

In order to improve the productivity of the investigative member
many attemps have been made for their selfare through incentives, al-
though these are still far from sufficient. A research on 30 investigator-
respondents has shown that on the average they must always think how to
meet their needs one week after payday. This means that their salary of
one month is just enough for one week for their family. The additional
income in the form of an incentive each month is also just enough for
another week. The percentage of the members who work seriously is not

more than 50 percent, specified as follows :

(1) Only 20 percent of the total members, i.e. 20% x 78 people = 16
people who have the obligation to attend the morning roll call.

Below is a list showing how long the members work each day :
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o a -up'f_ﬁ.lO am. = 10 ?e?sbns- |

b uwptolZmoon = 8 pemoms
c. uptozpm . ﬁ '.--':6;_-"-951__'55115 |
© d wwodpm = dpesons

| 28 '_".pe.rs_ons:

The average number of membe_r_s who works effectively is 28 : 4 = 7

persons.

(2) The members who are not obliged to attend the morning roll call
work as follows :
a. from 10a.m. to 12 noon = =30 persons

b. from 10 a.m. to2p.m. = 20 persons

c. from 10 a.m. to 4 p.m. 10 persons
d. picket, 24 hours = © persons
The average number of members who works effectively is66 : 3 + 6

= 28 persons.

(3) Forty percent of the loose workers are practically not effective. On
the average the number of members who works effectively each day

is 28 + 7 = 35 persons (44.8 percent).
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Job Bvaluation and Efficiency Ratings

The evaluatron of the result of actrvrtres mdrvrduaily is connected_,_. . :

o 'jwrth the work a member does one day, how many cases he i is harldhng,'-'{f £

L : l_how far he has handled them What progress he has achreved what con-:;' = -

| '_-strarnts have been overcome What we. see now is just the number of | =
mcorrunc reports and the drstrrbutron to the members No special control
.bo_ok_ .e_m_sts an_d_th_e_ prog_ra_m for _da_rly activities prep_a_red by each unit only
shoWs the _ao_tiyit_i_es' i_rr._ge:r:ieral. This is also the eeée_witll the efficiency of
rati_n_gs which represents a method for supervision and evaluation of the
Skiﬂ ofa member_ in doing his work and no softwere is available either.
The units only hare a book containing instructions for implemention and
technical instructions. For further information on this matter, see Table

-4,

B. Leadership Of The Investigator

The method that can be seen from the structure of organization and

the way of communication with the members is that the leader tends to

command with a very high attitude of instructing and very low level of en-

couragement, so the style of leadership used is a commanding style or telling

style which is militaristic. The member is always pressured with commands

to do something without any clear instruction on what the member must do,

how to do it and be responsible to what extent and to whom.




A Ieader should be c0n51stent once he has demded to use a certam L

= :styie he must be con31stent wzth that decmon So 1t 1s mcorrect to use a

'-"commandmc style as 1t 1s mlhtanstzc whﬂe he hlmself thmks that the mem- - S

Gy :'..members w1th a Iow level of developmg Capac1ty, m the meamng that they are s

| 'not capable and not w1111ng to Work
. Fi‘om_'th_e_ .mqu_x_n_gs__d_l_s__tnbu_tgd to a number of respondents in this
. :e_:'_s';':ar(_:h: it appears that they have received too many instructions but none of

-~ them are encouraging, as shown on Table 3.




Job Evaluation and _Aécuracy._cf. the _Metﬁ&e{s :
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- Present

MTJ“"Job Eva1uat1on

- ;1.'Baok for 1ncom1ng report’ -

,;Book for d1strabut10n of reports to the members

2
b 3. Book for contr0131ng members .
4

.;Book for record1ng rewards and pun1shment

Efficiency Rat‘ings

1. Book . for record1ng evaluation of ach1evements

;2. Cr1me clearance report
3. Book for. recording constraints
4

. Guide?ine for implementation and technical

instructions

U SO -

Table -5

Attitude of Superior to Subordinates

Attitude of Superior

Percentage

1. Many instructions,

2. Instructions and encouragement balanced
3. Much encouragement,

less encouragement

less instructions

80%
17%




. .'wcrk what they need 1s mprovement

If we connect the backﬁround of educatmn of the mvestlgators who'-f R
care: averaoely Semor hth school graduates wzth 5 years Work expenence andf_ G

o _.'.-have followed vocauonal educatwn in 1nvest1gat10n 1t is mcorrect to say that_'::_' o

| f. .' ‘15 not sultabie for mvesugators as thxs wa kill then' creat1v1ty
Thls teilmg style is 1dentzcal to the authontatwe style of the version
: of Whlte and Llppit because 1t is the leader that decides all policies and the

steps for technical actwﬁaes he dictates the work.

Forced Relationship

The brainstorming executed by a superior for his subordinates is
only restricted to the discussions of elementary elements, it does not involve
other members in the aspects of the work of the investigator. These restric-
tions have restrained the creativity of the members as evidenced by the basic
techniques of forced relationship in finding ideas and steps for solving prob-

lems; this matter has never been practised and the leader himself does not

Therefore the m111tanst10 tellmﬁ styie .1_ _ e

know what fact finding is and how to find it, starting from problem finding,
idea finding up to acceptance finding, i.e. a detailed action plan for immediate

implementation.
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From the result of the interview with investigative members it

-appeafs thgt difficult cases have been met in facind problems; difficult cases

' '-_have never beea settled by a, supenor. w1th hlS subordmates by way of forced__ S

i frelauonshlp techmques Small dzscusszons are only held mcuientally, never i

. '-._'throughly or orgamzed well and they are only lnmted to the paragraphs ap-

. phed. __The_y_are never related_ 1o soc;o—cultural, socio-psychological, socio-
' ecdnoﬁli_c aspects or the backgrouhd and motivation of the occurrence of the
cases.

There are many cases that have been disclosed by way of a com-
prehensive study on the factors stated above. There is only an inclination to
see cases from their juridical aspects and ignore other aspects that actually can
be used by the investig.ator to disclose other cases. Data show that only 10.69
percent of all important cases have involved a number of employees through a
forum of case presentation like the ones shown on Table III-6.

A case presentation is usually conducted by a unit chief or a higher
official; the proses is still far from the forced relationship with fact finding
until the acceptance finding stages. This 10.69 percent would decline if we

compare the total of presentations with that of the crimes occurring during the

same period, that is 21,196 cases as may be seen on Table III-7.




i _.-_'_:'-Table m 6

Percentaces of Cases Solvecl by Way of Case

i Presentatlons Based on’ Data of 11 Cases Handied W1th Pnorzty

Mo of
Presentat1on

oo
.:..fTbZQ
.”:::03; 
s
o7,
0.
09.
10.
11.

“irder: /7 gERE 5 lbedSlilg) B o\
“Serious Tortwre . 174 13
Serfous Theft | 629§

Raping - 16

Severe Theft g;:f {f 7 (123 18

'Theft of Motor1zed Vehac?es  354 CNN - ',32
'F1re ' ‘A N O L 34 10

Squeerng ' 29

Narcotic Drugs - 7

Gémb?ing o 5

< O N B

AdoTescent Delinquency 1

"_567563 ”;;:'
7'47 : | ':.::":.'-Z.

9.66

1463

9.03
29.41
22 72
2
2857

1,374 147

10.69
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Table HI-7
Number of Cases during 1992 - 1993
in the Legal__ Area of _Bekasi Police Resort

Month Reported Comp]éted %
January 171 67 39.18
February 146 57 39.04
March 161 69 42 .85
Aoril 166 67 40.36
May 169 66 39.05
June 160 58 36.25
July 199 66 33.16
Augqust 169 55 32.54
September 177 61 34.46
October 219 66 30.13
November 236 74 31.35
December 223 75 33.63

2,196 771 35.10




Ch;ef Pohce Comﬂnsszoner M Karya,dz that a leader who does not only work’ :

__.lone but tnes that othe people should also be able to’ v _ork Well m order to-

; glve thezr group an addztmnal pomt 1s calied a successful leader Tlns is trae 8

Contradlctmc the prlnczples of an older person of the pohce force ¥ .

: 'because a man who can eniy Work alone is jUSt sultable to Work ina 1aborato- S

- 'ry, not 1o be al leader It 18 expected from a 1eader that he is capable in o

_ 'management m add1t1on to hls techmca} capamtzes The Stress is her.e on

-'.manaoenai JAn example is, for 1nstance the leader of the Indonesian nation, L

3 *-'P_rﬁ_sa,_dent Sae_han‘o who, cons_lc_iermg hlS non~acade:_n1_c_ e_du_cation, isnota type -
~who _c_ﬁan _ozily Work:a_lone; his leadership is acknowledged by friend and foe.
He can encourage other people to work and is himself a person that can place

-the right men on the right place.

1. The leaders of an investigative force, first-line supervisors, who stand
infront conducting his troop are usually first officers with the position of

Sub-Unit Chief. There is no leadership training for them and most of

ihem are gradnaies from senior high Schools who have completed a course
for officer-candidates; only a small number of them have the qualifica-
tions for an investigator (see Table III-8). There are also positions that

have been occupied by non-commissioned officers which is owing to the




 shortage of officers

5 -._-.1é§'dé%s‘hi

-satmn Ca.n an. mvesuvatlve ieader wh() calls hﬁnseif a prmmpal superv1~—_-' P

':_Shlp trammc such as outbound manaﬂement apprentlcesh1p or overseas
- 'tralnmg, for 1nstance m Japan Germany or the Netherlands They are
-'actu_al_i_y _-r__r;ore_ potentlal to_ transfer 1deas_o_r knowledge to subordinates;
there 15 alinost no distance between him and his subordinates. This is
'd..iffer__ént With middlé l.e.\./él officers; h_'efé t_he distance between them and
subordinates is very wide. They usually hold the position of unit heads at
regional level. They work mostly in the office and handle managerial
matters, no technical work. Such a situation hampers them from sharing
their knowledge and practice with thei; subordinates in the field. What is
strange is that many of these officers are sent abroad, to Germany for
example. They usually have the rank of major or lieutenant colonel, and
when they have returned from overseas they are sure that they will get the

position of unit chief, section chief or head of a directorate at regional

Vith "ilch -ia' Ebhdif’ibn '-w_e:- wﬂi know what kind of -

we hke to hav _.1f an mvesugator Wants to mobzllze lns orgam— L

-fsor encourage hrs men 'to: WOﬂ( Well whﬂe he hn;nself is. actually not"_"_' -

: :';.'Quahﬁed for the job‘7 He has never had the opportumty t0 follaw leader-- e

level. So when will they have the opportunity to practice their knowledge

immediately in the field, especially in the investigative unit at resort level?




Their.position has :sep:&rated them:from their- subordinates

a -Ac:oordmcr to the prm(:lple of " span of control" they are oniy capabie to .- '

| '_supervase 6 to 8 subordmates In practme 1t is very d;fflcult to transfer e .

A Elmmedlately the knowiedge that they recelved abroad to thexr subordl{.:' L

| 'nates Ultimately they can never make the subordmates clever in their =

:work wzth the1r knowledce and the conclusmn is that they can only work

alo_ne _a_nc_i_ can _n_e_ver_ pracncc_ t_hgt knowledg_e.

Liok a.ﬁd Maich

In order to realize transfer of ideas and transfer of knowledge
between the superior and subordinates, a proper cooperation should be
established, in the meaning that both parties should work together, teach-
ing, loving and carrying for each other. In addition, the leader is required
to possess a high creative power, be innovative so that has connection
with the activities of the subordinates (link and match).

The link-and-match program needs an integrated concept that

has to be prepared comprehensively as it involves many aspects. This

program has not yet been introduced to the police force, and in order not
to be left behind it is important that the high police officials start to think

about this for application in the future.




Tm
. Table TI-8

Qualifications of the Chiefs of
_Investigative Units;atB;e_l_«;as_i Police Resort, 1992, 1993,

Military Education :
‘1. Po}ice Academy 2 2
- 2. School for Officer-Candidates - 9

- General tducation :

1. University Graduate - 1
2. Bachelor - -
3. Senior High School 11 11

Yocational Education :
1. Investigation Officer 2 4
2. Identification Officer 1 -

Leadership Training :

1. Leadership - -
2. Outbound Management - -
3. Overseas Study - -




Lo It has been demded by the law that work relatlonsth is of mde? |

:pendent namre but 1t does not mean that there ;s 110 connectzon at alI between-

h 5'__'5'as a cnmmal act for mstance on the other hand the law has aiso glven au- _ﬁ

| " :."_thorzty to. the court to make 1ega1 attempts and to send the mvestzgator to a -
v pre tr1a1 The authonty of the court 1s also apphcable to the pubhe attorney/ o
b '. '_:prosecutor Who stops the prosecutlon Reversely, in passmg a Judgment ona
g .'defendant the role of the prosecutor as. executor 15 very much requzred If this :
""'_.:person 1s detamed but later on escapes 1t is the investlgator who has the duty :
_f_to arrest h1m |
: Wor_k: relationship is cla_;_r:ie_d_ _ou; in a routine way and continuosly
o . thxough ¢offESP°-nde_n°-¢= intégiated_aetiyities, mutual visits for coordination,

coordination meetings and joint presentation of cases.

1. Correspondence

Here it means handling of cases, in its relationship with the public attor-

'ney and the court of justice as well.




: _R_elétionshjp with the Pu}jl_ig: Attorney

| Dmrmfr thé period 1993’;1.993 '4.1."2 cases havé beén"s'ubmi'tte.d. 's"(.)me of. |

: _:-whjch have been returned 69 times foa‘ nnprovement (see Table III~9) o

PR _'-.EThere are also cases bemev pracessed or for whmh no ev;dence can be SR

o _' '_found these are pendmg and are excluded from the abovementwned |

| '_total of cases.

' _As shown by Tabie II-7, 2 196 crimes occurred during 1992-1993
'and of this number 771 (35.10 percent) and 412 cases (33 43 percent)
respecnvely have been completed through the public attorney; the
remamder of 359 cases were solved without the public attorney,
among others, by ceasmg the investigation or transferrmg them to
other agencies, because they are not criminal acts, or there is not

enough proof.




Table TI-9

T

- Completion of Cases, 1992
~ No.'of Documents - ° No. of Documents  Supple- ===
AP R - Returned mented
w/o Public w/ Public ' -
Attorney - Attorney p.18 . P.19
(1) . (2) (3) (4)
~ January 24 29 4 4 4
February 35 41 3 3 3
“March 17 27 9 9 9
Apri] 29 20 1 1 1
May 36 45 2 2 2
June 25 38 14 14 14
July 28 31 6 6 6
August 39 43 1 1 I
September 21 28 6 6 6
October 30 24 i 1 1
November 32 41 8 8 8
December 43 45 14 14 14
359 417 69 69 69-

(1) = Document is sent to another agency without a public attorney
(2) = Document of case is sent to the prosecutor/public attorney

(3) = First return of document to investigator for supplement

(4) = Second return of document to investigator for settlement in
accordance with instruction




b Relatlonship W].th the Court of Justlce
& ..Wlth the court of Justlce bes1des submlttmc documents by way of the

—— fpubhc attomey, a dlI“ECi' relatmnshlp ex1sts 1 e 111 the case of reQHestS_ o

'”:".---}':f'-'_for extendmv detent;ons permissmn for conﬁscation or smaﬂ crimmal_}f'-

R 'acts such as traffic tlcket small thefts etc the mvestlgator dellvers':f Ci

- the doc:ument stralﬂhtiy to the court see Table III-I}. for this matter

. Table IO-10 )
| Completion of Cases, 1993
~ No. of Documents =~ No. of Docu- Supple-
' o AR ments Returned mented
Month e -
R - w/0 Public w/-Public P.18 P.19
Attorney Attorney
January 40 42 11 11 11
" Februany 37 42 3 3 3
~ March 23 26. 3 3 3
April 25 30 7 7 7
May 19 34 1 i 1
June 38 53 4 4 4
July 41 45 4 4 4
August 16 22 7 7 o
September 34 48 11 11 11
October 49 42 b 6 6
November 42 31 7 7 7
December 23 31 8 8

387 446 72 72 72




Data 011 Extensxon of Detennons Perm1ts
Conﬁscatlon and Small Crirnmal_Acts 1992 1993

e :'Perm}tr--for S
Conﬁ sca’m on g

L -;_..;;'of Detent‘;on Acts

Sma1 'I Cm rm na3

o192 1o 1992 0% 1992 = 1993

2 Integrated Actlvmes
| These act1v1t1es of lecal 0ff1c1als for quick trial processing or
trlals on the spot or. smali crlmlnal acts have not yet been realized, al-
: ".though preparatzons have been made since Iong ago. Quick trial process-
| m_g is something that each man wants to have, as it does not require much
time or money and provides satisfaction, while the law would so be

upheld completely.

3. Mutual Visits for Coordination
Mutual visits have so far been implemented satisfactorily and

every time 5 cases are submitted to the public attorney. On Table iII-12




can be seen the number of visits made by the members for coordination -
on how to handle cases.

o As 1s the case at theheadquarterscoordmanon meetings that are:" B
held periodipélly run s_moéthij and various legal products have been
créat_ed, amon_g_others _"Mai{ghjapol'_' o W N )} which - |
coﬁtaiﬁs technical instructions on performing criminal procedures includ-
ing the techniques to be applied in the field. At the level of the police
resc}r.t the coordination mee_ﬁngs between the police force, office of the
attorney and court of justice do not run as expecteci. The meetings are

never complete, they are not organized very well.

Table I - 12
Coordination with the Public Attorney
and Court of Justice

Public Attorney Court of Justice

1992 1993 1992 1993
Application of paragraphs 135 217 - -
Ceasing of investigations 18 15 - -
Making Decisions - - 23 31

Permits for Confiscation - - 176 197
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5, Joint Presentation of Cases
This is a presentation for handling serious criminal acts which -

- have a national impact such as corruption, problems on land, crimes like -

murder, robbery and white collar crimes. It would be ideal if legal

unholders work together to assist each other and fight serious criminal
acts ie,gg.il_y and completely. If the .Ié__gai upholders do not work to_g_ether
this will be a disadvantage and create an Opportunity where t}:iey each
struggie for power. Difference of opinion due to different perceptions
which have been the result of the different approaches made by the re-
spective parties can be carried out it is sure that its success will be able to
minimize the number of crimes and all cases will bé solved quickly and
accurately. No joint presentations have so far been carried out at the level

of the police resort.

D. Attempts For Improving The Investigator's Capability
1. By Way of a Staffing Process

a. Programming The Investigator's Human Resources

This program is prepared by the personnel department which does not
include the investigative unit; it is a tradition that goes from genera-

tion to generation. On the shortage of members in the investigative




| 3.01rcle the mvestlcatlve umt chlef through the resort ch1ef mtends to L

T ;department_recrults exc sswe employees in the other departments or_:'f e

L "*people who ave been transferred from other sectlons or areas WIthout_'-'

e mg a certlficate of mvestlvatlve Vocatlonai education is aIsca 1gnored S

'paymc attentzon 10 the1r quahficatlons The reqmrement for possessnfs--_ i

o _::”"!Table IH—IB shows data on the program of the mvestlgator s human_ |

'f;,resources

- Program for the Investigator's Human Resources, 1993

No. of Emp?oyees Required No. of Employees Existing Attempts

for Pro-
vision of
: K ' ' Additional
Inv. OQObs. Off. Total Inv. CObs. Off. Total Fmpioyees
47 28 21 o1 32 21 14 67 Awaiting
placement
by Person-
nel Direct.
0T Regional
Poltee
Inv. = Investigator
Obs. = Observer
Off. = Officer




_}The ex1stmg number. of emp]oyees is 67 and 24 more are. reqm red.
. 'Addition is made: through p”lacement by the personne] dwrectorate of :
B the regwonﬂ pohce : o _ _ o

: '?er 1IﬁpreV1nc Ithe re.s.o.rt pelﬁce .mvesuc.at.o.r s hum“an.resources the :
'__fpohce resort has to waxt for a placement by the Fersonnel Dlrectorate -_ '_
o __'no.recrultment is perfomled wathm the resort . The mvesngatlve unit :
- can actuaily recrult new employees from graduates of the State Police .

B School for Non—Commlssmned Officers at L1do or- the Invest;.gatWe S

"Vocauonal Tralmng, Inon—-commxssmned ofﬁcers or officers. This can
| ‘be done by vmtmg one of the above educanonal institutions by select-
 ing students with good performance or talent. Another way is by

reeruit_i_ng brilliant students and afterwards the unit provides them with

scholar_ship; This is an ekc,é_lieh{t_ way of recruitment for improving

the investigator's quality. Using this system employees who have not

achieved much must make place for new talented people. This system

will encourage all of them to develop; if they cannot do this they have

to leave the investigative section. - Skill according to the standard of

an investigator is an absolute requirement for cach member, and the
abovementioned methods are possible ways to lead them in that direc-

tion. The recruirement techniques of the methods are a clean open




o competmon for all members and the advantage is that with the meth- "

! _ .:ods quahﬁed people can bf: obtameci

: j---}"'On Table III 14 we can see. data on recrmtment of mvestwatwe

e -_._":';personnel in 1992 and 1993

T:aiﬁigg | and Development

Training and development of investigators for improving their capa-

- 'bility and skills is made by sending officers and non-commissioned

of__f.i:cer.s_to._ the Investigative Vocational Training of the Centre for
Investigative Education at Mega Mendung, Bégor; several middle
officers have been sent to follow education and training programs
abroad such as the FBI in USA, Investigation Course in Japan, DEA

in Germany and the Netherlands.
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. Recruitment of investigators, 1992 and 1993

g9

~ Source

" Year and Rank

Z2)

- - Educational Institution :

1. Centre for Education of Investigators,

- Mega Mendung

2. Overseas study (Investigative Officer)

3. School for Non-Commissioned Officers,
Lido

4. Scholarship

- Dropping from :
1. Directorate of Personnel Affairs
2. Other Sections or from within

- Open Competition :
1. Employee Referral
Departing Employees

GO M

Ny oo

13

L0
. U}-"-_I rduoss

1) = Officer
Z2) Non-commissioned Officer




be a constramt for transferlof "knowle

o -On Table III 15 is shown the mtensn'y of the educauon and trammo ' '

_ .actwmes 1t 1s a plty that up to the present no f;rst offlcer or non-

o _.commsswned offleer can have thls opportumty ThlS wul certamly g

dge because 1nd1rect transfer

S _through jOlﬂt practice in the' field between flISt offxcers and non—- s

) eomm13310ned offlcers is. more effectzve compared with ene w1th o

o 'upgradmg methods that are full of bormg theorles Itis the non-

'comm1ssmned ofﬁcer that should actuaily be sent, as he wﬂi be able
_ to practzse hlS knowledoe wn:h hlS colleagues in the field immediately
f upon ﬁmshmg the training.

Tramlng and develo.pment within the unit is, among others,
carried out using the coaching method, i.e. instructions by a superior
of the police resort, regional police or the police headquarters, as
shown on Table I1I-16.

Other kinds of training that are appropriate for application to
the members for refreshing include rotation of functions, i.e. func-
tional training, programmed work activities, simulation, etc. have not

yet been implexhented at all. Leadership iraining like technical super-

vicion. has nnt heen carried ont either Outhound management has

been performed once but this is only participated in by chiefs of
police sectors; investigative officers have not yet the opportunity to

join.




L Table _ m ..15 D,

 Scholarshps for investigators, 1992and 1993

:_1992

1993

© Kind of Education
L R OfT1cer

Mon Comm : fo1cer

:Noanomm.fj *i35

'ifDomest1c D

" }1.;Education for Invest1—

-gators Mega Mendung L

:BOQDF ' qf: ;*ﬂ _. . - -2 /
“2.”Inte111gence Education. -

Bogor 2o L AN N

- Overseas :

1. FBI, USA - NG 1

2. DEA, Germany 13

3. Investigation. Japan 2

4. Short Traiming, The
Netherlands 5

Off1cer S

- Officer =

Notes : - Sixteen members have followed domestic education during 2

yearsTthis number—isapproximatety 10 percentofthe

total members annually.

- QOverseas education is only for middie officers and all of

then are employees of the regional police.




: 2'§éi;iﬁéi5f“
“.i:f  :f1étﬂe_'IIIf 36_ :

S -_Traiﬁi'ng_'_3nd__E_duc:_a:tié;ijWi;hin the Unit, 1992 and 1993

;ﬁ K1nd of Educataon ,;' e

0ff1C€P NOH«COmm Off1C€P Non comm L
.” foicer- S “Officer

g Q-Sk111 Tra1n1ng A TN | .
1. Coaching Clinic - Ly . IX
"2.]R0tat10n of Pt dons '
_3ﬂ'Funct1ona1 Training - . : - |
4. Programmed WOrk Act1v1~ 3. C ' S
-f5.'S}mu1at€on | - - - !

i
1
i
4

'Leadership Training :
1. Outbound Management - - IX -
2. Technical Supervision




'_ dEvazuauon of Achicvements

Evaluanon of achiévements of mvestlganve members is made :'_

S :_:':-:'perzodmaliy w;th_ proposals.for promonon of rank salary mcrease or

i - '_promotlon of posﬂ:lon._- _-Evaiuatu.)n'on the ba51s of the resuits of dally :
: '_ a actwm{as ie. routme aéumneg 'has never been performed and 1o

: __.record on the act1v1t1&s. is avaiiable The evaluatlon of achwvéments

: 15 rec.orded centrally at the Personnel Admim*siratlon Section, while

_' '_t_he mve_stig_ative un__lt itself does _not do this wor_k (see Table III-17).

o [_Eval__uation of members in -.th_é form (jf _few_a_rc_i for those who

-have achieved much or punishment for empioyées who do not work

well have not yet been made either, as shown on Table III-18.
Records are only available for indisciplinary members, though very
restricted, for serious cases or mistakes. This is considered as unfair
and 1t is feared that the breativity of the members will disappear,

because they are not motivated to work better than their colleagues.




. Eble W-17

R 'Kind.ofrEdﬁﬁétjdn

© Bvaluatonof Members, 1992 and 1993

1993

officer — Non-Comn.
~Officer

Officer

'Noh~Comm;

Officer

~ Incidental :

1. Promotion of Rank

2. Periodical Salary
Increase

3. Promotion of Position

Routine Work Achievements :

Work Capability
Diligence
Disciptine

Work Relationship
Initiative
Leadership

[ 2 T & o B - % B A B

16

23
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 Rewards and Punishment, 1992 and 1993

'5. ijéW§rq}L*' . Punishment

S 1992 1993 1992 1993
~Achievement/Indiscipline — :
o e Off. Non- Off. Non- Off. Non- Off. Non-
Comm. . = Comm. -Comm. Comm.
Off. Off. Off. Off.
:'1. Achievement - - - - - - - -
2. Indiscipline - - - - - 2 - 5

They think that there is no use to work well; they will not receive any reward

although they work satisfactorily.

In the records of important events during 1993 of Bekasi police
resort not less than five achievements have been made by the investigators

which represent something special in disclosing cases, i.e. :

1) 'The case of masked robbers in the subdistrict Cibitung in which 4 of the 6

criminals have been arrested within a short time (3 days);




Y

A masked robbery and SG]ZUIB from a dnver of an- IUXUI'IOHS car at a traf—
. l'fic lzvht

- :D1sclosure of the case of false certlﬁcates of Blpatl Ukur Umver51ty, . L

| ""f_"__'_2_2_':'-Fals1ﬁcat10n of drlvmg llcences and number plate cards was discovered'“ |

N -'a.nd the doers arrested mcludmo' the ewdence

. Dlsclosure of cnmmals 1nv01ved in serious crlmes and thefi of motorized

y _"Vehlcles

-App:b_é_ch_ to Work Di#iribpﬁioa and Structure of Organization

With a clear structure of organization and descriptive work

distribution (Table III-19) as shown below, all members of the working

unit have received their own jobs.




s
. Table HI-19

Job DESCIJ.pthIl for the Investzgatlve Umt '
: of Pohce Resorts R

Mo Position/nit Field of Work

LW @ R L@

1 Chief of Unit : Assist the chief of police resort

Y Y, . ' in fmp]ementing investigations,
investigative process, distribu-
tion of work for the members,
preparing periodical reports,
etc.

2 Deputy Chief of Unit Together with the unit chief

' implement investigative activi-
ties, and especially assist the
unit chief in supervising the
members.

3 Chief of Operational Organize investigative operation-

Devetlopment-Section atactivities, preparetime
tables for the members, take care
of the administrative matters for
the detainees and arrange the
evidences.




6

.   _5.

'“'foh'Comm1ss1oned OTf1cersf 
cffor Invest19at1ve Interna1435f scretaria

Affa1rs

Ch1ef of Ident1r1cat1on
Sectlon '

Chief of the Section for

Serious Crimes

ok for the fnvestigators start-
- in§'from-fheﬁﬁnVéstigétioh'up toQ,£ " |
the. subm1sswon of the documentsf;35.-..w
| ‘of. the cases and evidences from ;.E
the suspected persons to the i

: DubTﬁc attorney '

~Implement activities for identi-

fying dacty1ography, photograph

detainees, serve requests for
fingerprints for certificates of
good behaviour and driving 1i-
censes including fingerprints of

unknown human corpses.

Handle cases of serious crimes.
among others, covering :

- Thefts of serious nature:

- Robberies., . threats by pointing

a weapon;
- Tortures:
- Burnings, fires, and

1

Explosions.




W@

@

7 Chief of the Motorized

Handle thefts by persons on
- motorized vehicles or thefts of
_motorized vehicles, among others:

- Thefts of motorized vehicles;

- Deceits.of_motorized vehicles;

- Falsifications of trade marks;

- Vio?ation of permits for pro-
duction and trade;

- Banking or monetary crimes;

- Smuggling:

- Violation of permits and trade.




s 3 _ Ai)proaqh__-to Coordination and _'Design_ _bf__ Q?gﬁzatian

e :,,_meﬁom Coordination

Por 1mprov1nfr the capabzhty of the members attempts have-- C

e 3"._'_-'-'3-'been made at pohce resort IEUIOHB.I pohce and headquarters Ievel e

'Coordmatlon at recxonal level is made perlodlcally and is Hnmedzateiy__ _' i

‘controlled by the Chlef of the Envestlo"atwe Du*ectorate involving all - L

'_-resorts from tune to time coordmatmn is made incidentally, for

_ mstance 111 dxfﬂcult cases or if another resort is involved.

E _Table i1i- 2() g1ves apicture on the frequency of coordinationduring 1992 and

1963.

b. Work Coordination

Coordination is here carried out horizontally, vertically or

diagonally. In 1992 and 1993 work coordination has been established

with related agencies, also with the other sections and functions of the

police resort, as shown on Table III-21.




o :’” f{fﬁ§ﬂéf;E§3;29".' _ ° _."

. Coordination of Investigative Function Involving
. TheBekasiPolice Resort, 1992and 1993

. Coordimation e T
T 192 1993 1992 1993

-nRéﬁarks o

~ Headquarters

Resort Level

Regional Level

40

45

19

54

13

12

-Police opera-
tions and im-
portant cases

-Followed by
police sector
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 Table m-21
Work Coordination, 1992 and 1993
'--"-;-";-':Agency/workmg 192 1993
o “;..*Unwt e —
L R SRR ~Hor. ‘Vert. 'Diag.  Hor. Vert. Diag.
Internal :
1. Highway Patro] 6 = - 11 - -
"2. Public Guidance Unit 5 - - 3 - -
3. Traffic Police 17 . 4 25 - 56
4. Administrative Section 2 - - 2 - -
5. Centre for Operational
Contiral 18 - 16 (14 - 13
6. Intelligence Unit 13 - 2 19 - 5
/. Provost Unit 1 - - - - 4
External :
1. Attorney Office 41 - - 44 - -
2. Court of Justice 20 - - 21 - -
3. Local Government/
Legal Dept. 8 - - 12 - -
4. Agraria 5 - - ] - -
5. Civil Service - - - 2 - 1
6. Rehabiiitation
Institution & - - 13 - -
Hor. = Horizontal
Vert. = Vertical
Diag. = Diagonal
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| i)eszgn of OIgamzation
In order to support the moblhzat;on force, espemaﬂy in facing

'._mcxdental dutles or. for antzcipatmcf unprovements in science. anci technol— T

i ogy Wthh have a w1de 1mpact cm the mtensn:y of threats and d1sturbance e

e of pubhc order mcludm pubhc securlty, the 1nvest1gat1ve umt hasde-
| 51gned a ﬂemble workmg method ThlS is meant to encourage a more
B ﬂex_l_blc and _e_ffe.ctlve m_echan;s_m. On Table III-22 is seen the design of
.';ofg_éirii.za_tipn in order to accoﬁimodéte activities of job enlargement and

-job enrichment nature,

4. Approach to Structure, Technology and Equipment

In order to improve the working capability of the members which
has started with a work distribution, authority and responsibility working
units have been established leading to specialization. An example is the
formation of a Working Unit for Coordinating Supervision on Investiga-
tor-Civil Servanis in 1992 in each investigative unit at resort level as a
realization of the investigative organization structure at directorate level.

The other working units require restructurization such as the economic

unit, With a wider scope of work and more complicated problems it is
advisable the unit is divided into 2 number of working sections following
that of the regional directorate and headquarters directorate. This matter

has been felt important as the cases mostly involve economic crimes,




BRI

'---_smali or laroe and n PmCUCE many of. these have been reported to the =

- mvestlgatlve umt Cases of Smuﬂghng and ba nkmg a ffa1rs should be put

: ”{.mto separate SECthﬂS

i Approach to technoio y and equlpment should lead to a redesxgn ;

S '_":of work whlch is due to the unhzanon of technologlcal equlpment thatis -

'onen‘ted to mastermg telecommumcatlon and mformatlon For early

'_'-detectlon efferts should be made to use eqmpment for narcetlc tests,

| .'lymg, tappln etc Wthh up to the present are net yet avallable Even

for. computers there is - only one or two persons in the mvestlgatwe unit,
| _and these employees only prepare repori:s For quick commumcatlon and
'proper shanno of mformatlon the most sophistzcated medium at the
' pre_sex_it time is the computer. W_hen an "on line" system can be used with
_."M._odem" equipment, for the computer it is just a few seconds to receive
messages from the headquarters and vice versa. In this way instructions
fo other units can be conveyed accurately. For this purpose the investiga-
tive unit should try to think of preparing work programs or scholarships
in order to about computers, in the country or abroad.
If a member does not masier the tactics and techniques of how tc

implement his work because of the fact that he really does not know, this

matter will destroy the existing methods; the result as expected will not be
achieved and everything will be a failure. Let us take the case of the
death of Aldi in the house of the filmstar Ria frawan: there was an indica-

tion that a sexual intercourse occurred before his death which was evi-
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: denced by the availabﬂzty of a remamder of stunulatmg druos that had been * S

_ throw away by the arust beszdes the presumptlon that there was stain and -

ol spot of s;)erm also vacma epﬁel on Aldz 'S penls if the mvestwator_; o

'_'-who ﬁrst came to the locatlon had Worked professxonally, other ev1dences oo

e would be found for replacement For mstance by tappmg ﬂu1d from

'.Aldz 'S pems so that it could be preved that it was Ria’s epitel and by
sendmg Ria Irawan to.an obstetnclan to get a sample of her vagina's
ep1tei A iaboratory examination will easily know it and the authentica-
. tion would be accurate; in this way the cause of Aldi's death would be
discovered. The carelessness of the investigator has resulted in a failure,
 which was due to his poor knowledge and skill.

No signs leading to mastering police technology is seen, consider-
ing that no proper equipment exists in the investigative unit at resort level.

Table HI-23 gives a picture of the equipment of the unit :




Table I -23

06

Technological Equipment for Investigators

. Equipment already distributed to .

_ _ members
" Kind of Equipment  No.  Condi- 1992 1993
o S tions '
OfT. Non-Comm. Off. Non-Comm.
Off. Off.
~ Communication

Equipment :

1. Handy Talky 36 Good X X X X
2. Car Radio 1 Good - - - -
3. Handphone - - - - - -
4. Fax 1 Good - - - -
5. Computer 1 Good - - - -
Working Equipment :

1. Pliceline -

2. Teargas 16 Good

3. Tapping

equipment -

4. Tape recorder -

5. CCTV/Video -

6. Gasmask Z Good

7 FOOT Protector :

8. Invulnerable

Yest to Bullets -
G. Shoulder Gun 5 . Good - X - X
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Equipment already distributed to

members
Kind of Equipmant No.  Condi- 1992 1993
: o Tions
Off. Non-Comm. Off. Non-Comm.
Off. Off.
10. Hand Gun 87  Good 5% X X X
11. Waist Gun 3 Good - X -
12. Lying Test
Equipment -
13. Narcotic Test
Equipment 6 Good
14 Equipment for
Identification Good
15. Dog
Transportation Equipm.:
1. Motorcar 8 Good X X
2. Motorcycle 3 Good
3. Horse -
4. Speedboat -
5. Helicopter -
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5. Appro_ach to Df:legatiol_:;L of Power and Authority

Authorlty deievated to each membez in the form of pohce discre-
- '_::tlon is restncted power for pickmg up w1tnesses or suspects who do not __ f_:'_
_:_pay attentlon to the summons of the mvesugator 1nterv1ews mterrogaQ S
thQS or'exammatlon, also for arrests or detentions (vide Basic Police Law
and Criminal Administrative Law). This discretion if not based on profes-
' sionai.working ethics will not become and effort for improving the quality
of the members; but will make them out of control and potential for vio-
lating the ethic codes and ignoring human rights; this should be avoided
asitis contradicting the presumprion of innocence.
Whether or not awére in arresting a person, mistakes in ceasing
an investigation or arresting people not according to the requirements will
result in a pursuit for a pre-trial.
During 1992 and 1993 various pursuits existed as can be seen on

Table 11I-24 below.




o Kindof Pursuit

R

R .
S ~ Pursuit for Pre-Trial, 1992 and 1993

g .f;,;fNQAf”*Héﬁ; hL0$ﬁff}fN0§  ,an Clost

3
1
1
]
i
3

. .Arresting_-the' Wrong person e,
Illegal arrest .. . 08 . N - )
I11egal detention 1 1 - = . -
I1legal ceasing of '

investigation 3 3 - 2 1 -

Delegation of power to a member is coercive powér. Example: An
investigator can always force his will to make examination for 24 hours.
Another power is that which comes from within the individual (personal
power); this power is very rarely helpful for disclosing cases, as the enchant-
ment of an investigator can easily influence the suspects or his target. Table

II1-25 clearly shows how authority is delegated and power transferred to a

reer




o Power

_ Table Iﬂ_m_25 |

: -{; 110_:'*

R S .'_Del'egation@f Aﬁthorai_t.y'ahd Trans.fér };}f Power to Members - -

Kind of Authority/  Delegated

o e s
within the R

- ooovindividual. o A

1. Personal power .

”  '2i Coeréive power X
-.3._Legjtimate power X

4. Expert power -

X Depending on the
person concerned.

- Stipulated in law.
- Ditto.

X Through trials &
training.

There are only a few potentia
expert power. The number is very small,
and 37.17 percent in 1993 of the total m

26 below.

1 members who have personal and
approximately 16.66 percent in 1992

embers, as can be seen on Table III-




-  Kind of Power
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Table III - 26

- Qualifications of Members with Personal Power
| - and Expert Power

Off. Non-Comm. Total Off. Non-Comm. Total

Off. Off.
~1. Personal Power 3 7 16 3 13 16
2. Expert Power 2 1 3 4 9 13

There are some criteria that are used for evaluating personal power
and expert power, as follows :
a. Evaluation of Personal Power :
1. No shortcomings in work;
2. Attractive personality;
3. Have influence on colleagues and subordinates;

4. Can be used as an example;

5. Have ideas and creativity in work; and

6. Have achieved much.
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b. Evaluation of Expert Power :
1. Have the qualifications of an invéstigator (graduated from an
- Investigative Vocational Education);

2. -Have.widé knowledge as shown in the daily activities; and

3. Master a certain branch of science for supporting activities.

6. Through Improvement and Development of Oneself

Attempts for improving the capability and development of one-
self by each employee has been started, though no result can be seen yet.
There are members who by their own will are so perservering in their
study to make themselves capable for anticipating future activities. The

attempts made by the members are shown on Table 1I1-27.




. Table II-27

_'M_embers who have -FollQ\}ved Formai aﬁd Informal Education,
BT 1992 and 1993

g 1993

Formal | Mo Formal i} v Formal | Informal
e 3 o e R T " ETT ¥ % FE
Funection - - 15 a1 - Skill | 1T 1 1 skilt | i1t

tf2p1 2121 iq211y2|11)lz11}2

1nyestigative Unit oo L 3| w7215 - 8y -1-1-11 AR 4
._I* - = Lectures at State University.
II™ = Courses (Leadership; car driving; computer; book keeping;

skill; communication; organization).
I = Training (Self-defence; sports, etc.).

1 = (Officer.

2 = Non-Commissioned Officer.




o ~of facﬂltles and dlSpensation On the other hand the leader may also be a de- o

.-;".:f_.:ftroyer for h15 subordmates if he does not take care. thh the fate of his menor -
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The attemps for improving the members individually are related "
- to the organization that plays a very important role as motivator with support

By '_'and encouragement from the leadership of the unit, for mstance in the form o

give no opportumty for their development which is important for their future.
- On Table 11I-28 be_low is seen how far the role of the superior goes for his

subordinates to devek)p themselves.

Table IH-28

Support by Leadership for Members to Develop Themselves

Kind of Support

1 9 9 2 1 9 9 3
Risp. Facil. Fin.Asst. Disp. Facii. fin.Asst,
1 2 1 2 1 2 1 z 1 2 1 2
tectures X X - - X, X i -
Courses X X - - - - x ¥ - -
Skills X X - - - X 4 - e -
Training X 4 - - - % X = 3 - -
Disp. = Dispensation
Facil. = Facitity
Fin. Asst. = Financial Assistance
1 = (fficer

2 = Non-Commissioned Officer
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7. Through Other Attempis Leading to Modem Management

In order to lead the .uni_t to application of modern management

like the one discussed below there are fundamental attempts that should be - -

- _made by the umt such as mamtam 1ts chsc1p1me develop and I@fresh the - e

| '-""mental and Spll'il'.'l.lal attlmde of the members ThlS 15 only meant that they: :_ :

"wonld not put aside morai and wo:kmcr ethics so that they wouid not slip
off and become crime brokers or regulators. Table I11-19 shows the kinds
of activities that can be carried out for maintaining the mental attitude of

the members and how many times they should do them.

Table III-29

Activities for Developing the Spiritual and Mental Attitude
of the Members, 1992 and 1993

1992 1983
Kind of Activity
Off.  Non-Comm. Off.  Non-Comm.
Officer Officer
1. Development of Spiritual
and Mental Attitude 65 X 65 x 73 X 73 X
2. Development of Work
Discipline 12 x T 12 x 12 x

Spiritual and mental attitude cover : religious lectures, praving,
briefing, etc.

Development of work discipline inciudes : morning roll, flag cere-
mony. military training and sports. examination of documents and
equipment including supervision.




2.

T
- Application of modern manag_ém_ent consists of :
SWOT Analysis

In order to carry out mtrospecnon to know. the weak points are .

'that should be 1mproved and on which side the power maximized for

o achievmg an opportunity and puttmg aside or minimizing threats. It is a

pzty that no member has achleved this stage.

Que_i;eing Theory

In order to prevent stagnation in processing incoming letters or
case docu-ments so that no bottiéneck occurs, knowledge on the queue
theory is required. Not only the members, even the leaders do not master
it. See Table I1I-30.

Table I - 30

Understanding of the Modern Management and
Its Application to the Police Members

1992 1993

Subject Theory Application Theary Appiication

Off. Non- Off. Non- Off. Non- ~ Off. Non-
Comm. Comm. Comm. Comm.
Off. Off. Off. Off.

SWOT Anglysis - - - - . - - _

Queueing Theory - - . - - - B _

Decision Tree
Theory - - - - - - - -
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~ ¢. Decision Tree Theory
| Also in the decision making we always have to face complicated
problems We always fear that faulty decisions will be taken which will |
- make everythmg fatai Long wmded dec1s;on of a case means ‘waste of
i . tlme and mefﬁmency The way out is. to study the demsmn tree theory. |
| The many pursuus for pre~tr1a1 owing to faulty decisions have not made v
the high investigators learn their lesson; data on this matter show thatalmostall -

members and officers have no knowledge of this theory. Also see Table I1I-30.

d. Benchmarking Theory

As an organization that is immediatelly related to all aspects of
life that develop in the society, the police force, the investigative unit in
particular, should not be left behind in following the development of
science and high technology in this era of globalization, because criminal
crimes always go side by side with the improvement of globalization. An
evidence in ﬁSA shows that white collar crimes involve, among others,
banking affairs that within a relatively short time have been imitated in the
other part of the world including Indonesia.

To anticipate such crimes it is recommended that the techniques
that are used in USA be used for solving such cases. This technique is

just imitating in a legal way, that is benchmarking.

In many companies this concept is successful, and if we also want
to have success like the police force in USA, it would be very good if this
concept be applied here. The knowledge of the members of this concept

is very poor. See Table III-31.




Table m- 31

Members Who have Knowiedve of the Benchmarkmg Concept
| e and Franchlsmg System S

~ Result .

Non-Commissioned Officer

It

o Subject Do not know Have -ever heard Know a 1ittle
Off.  Non- Off. Non- Off. Non-
Comm. Comm. Comm.
Off. Off. Off.
- Benchmarking
~ Concept - - - - - -
Franchising
System - i r I - 3
Respondents :  Officer = 5{ persons

150 persons
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For this matter a certain formal education is required in order to

o know the conc:ept and apply it to the Granci Strateoy of the organization.

If pracused Weli and consequently, 1t can be secured that the fran-

g chzsmg system W1H be successful and beneﬁcmi It would be very good if this =~

c_e_n_c_ept b__e applied to the investigative circle with the German DEA as the

- franchisor which should, of course, be used in certain cases that are relevant .

v&ith the norms and cuituré in Indonesia.

The franchising concept can actually be applied to the investigative
community it self. For example, the success of the North Jakarta resort inves-
tigators in anticipating smuggling can be transferred as to its strategy to other

police resort investigative units in Indonesia.




CHAPTER 1V
FINDINGS AND INTERPRETATIONS

A M@gggmggt Of Human Resources

1. Organization of Investigative Unit

| The existing working units have not yet reflected an accurate
selection of activities, because no units for baﬁking affairs, for production
and trade, for smuggling affairs, etc. have been established® These units
should actually be available as they are very much required. Consistency
between the units and subunits is important in case their field of work
does not differ. The frequency of reports and volume is indeed more in
the investigative unit at the resort police. The organization of the investi-
gative unit at this level is not yet explicit aiming at a certain specializa-
tion; the cases handled are almost the same, the difference lies only on the

portion.
Such a situation does not support the implementation of work
because the expertise or skills of the members cannot indeed be depended

upon. The members know a little only, not much. A tendency exists that

the members are led to a mental attitude for routine work, and this will
kill their creativity and wipe out their wish to become professionals. The
negative impact is that everything goes slowly because it is just considered

as routine work that can be done by all members of the other units.

120
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With a structure of organization as pictured on Fig. III-1, in

which supervision of the chief units is coordinated and becomes the

_responsibility of the deputy unit chief, it seems to be very difficult to

.-'éo.nt.rol co_n_sequentiy due to the restricted capability of the official con-

o éeméd who .'v.viil havé difficulties f@ immediately sﬁpervise the unit chiefs.

Based on the theory of "span of control” the capability of a leader is re-
stricted from 6 to 8 people only.

In such a way the structure of organization becomes ineffective
owing to the absence of support. It would be better if there is one posi-
tion that has authority to do the supervision besides the Deputy Chief
himself. = For instance, the Chief of the Operational Development Section
can be given authority to supervise the unit chiefs.

A restructurization is needed to make the organization of the
investigative unit at the resort level effective. This is felt as urgent, if not
implemented the opinion of Yan Kelovich & John Immerwahr saying that
44 percent of the subordinates do not work seriously will occur in our

organization; the percentage can even be higher.

Actual Manpower

The average shortage of personnel has reached 28 percent of the
total of 78 men, and for a resort police with about 100 men the shortage
will certainly affect the fluency of work. Additional employees are re-

quired and the distribution should be more evenly adjusted to the existing
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dunes Tab}.e III 3 shows that only 50 percent have the skill to handle ©~

'crzmmal acts (quahﬁed as mvestwator) i.e. 6 of the 11 officers and 34 of -

. _.the 67 I;on-commmsmned ofﬁcers the remamder does not have thIS quali—_

'-.flcatlon Whlch wﬂl affect serlously the soluuon of cases and cause low :

'-capabﬂlty for solvmg of cases (Cnme clearance) The 50 percent stated -

above must snll be deducted as many of them have been transferred to

another sectxon or pens;oned

Job -.D;es_criptioﬁ

. 'The_ job description for the respective units cannot be carried out
comnsistently because of an additional job from another unit; so specializa-
tion, i.e. something that they want to achieve, cannot be realized.

This system, however, has a positive impact, that is even distribu-
tion of work and improvement of the welfare of the less potential unit.
The negative impact of the flexible nature of the system is that it hampers
the vision for specialization and kills the creativity of the members. Each
man thinks he can do everything, although the practice says differently

because they do not work professionally.

This condition lessens the creativity and productivity of the
members because they will then not work more than what is required or

achieve more than the others because of the absence of incentives. An
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evidence of the low level of productivity of the members is that what has
been researched on this matter, that is only 44.8 percent of them work
 effectively every day.
- The iﬁaécu_r_ate j_ob g_ies_criptiqn_ has another impact: no work can
be_finishéd dn tirﬁé andﬂlﬂ.ié é.ifaluati.on_ of Woﬂ( is low which has been the
result of the fact that the required books are not available for supervising
and evaluating activities; notebooks fdr recording their achievements are
also missing. What they have is only a book containing instructions for
implementation, technical instructions and some references on law and

other legal affairs (Table I1I-4).

B. The Investigator's Leadership

The leadership style seems to be applied in an improper way, as the
leader only gives instructions (circa 80 percent), only 7 percent are encourag-
ing (Table III-5). This is very contradicting the level of the the development
of the subordinates who are in the quadrant of D-3, a level from medium to

high. The leader should actually use the participating style, that is with less

instructions but more encouragement. In this way the creativity of the

members will go up because theis presence is acknowledged and appreciated.
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.ThlS tellmc style that is. apphed S0 much 1s. con51dered as 1nadequate as itis - |

.'_1dent1ca1 to the authomtatwe versmn of Whlte & Llpplt and thzs defects the..

' jj.__'-_'.:-.'.umt very much Thls style has aroused mlsmanagement and no two-way_

o '_commumcanon 'exxsts between the Ieader and subordmates Bramstormmg 1s o

S "_seldom used whlch 1s' very nnportant for solvmg comphcated problems and S

R _.makmg decxswns 0n1y 10 69 percent of aIl nnportant cases have been solved

B ._ _"by 1nv01vmg subordmates in the form of case presentanon (Table I11-6).

If the ieader had not used the teihno style, but the parnc:lpatmg one,

| we could have Seen more meetmgs in the form of case presentatlons or discus-
| swns between the superlor and subordmates with mcrease of crime clearance.

'-Leadership apphed_ to the 1nvest1gat1ve circle is actually leadershlp for persons
to work alone only which is very contradictory to the principles of leadership
as recommended by Chief Commissioner M., Karyadi. This is true because
~ the leadership of the investigative unit consisis of unit chiefs with the rank of
lieutenant or senior non-commissioned officer. Most of them have been
recruited to the unit without requiring them to have the qualifications for
investigator and after having placed in their positions have no opportunity to

study investigative science; only a small number of the personnel have been

educated in centres for investigative education in the country or abroad (Table

IL-8).




The sending of middle officers for study in Germany, for instance,

is also incorrect, as they will never have the opportunity to practice the

. scuence that they have recewed wzth the1r members in the field. Those who. o

. go o the ﬁeld are officers wﬂ:h the rank of heutenant the umt ch_zefs

The negative lmpact of the 3551gnment of middle officers stated-

abave is the difficulty for what is called transfer of ideas or transfer of knowl-
| edge owing to the wide distax}ce and the "thick wall of separation” between
the middle officers and subordinates. The latter has only access to a lieutenant
or higher, while the members who are daily in the field are hard for them to
control. So there are many difficulties and constraints for improving the
capability of subordinates. The difficulty of superiors to find new ways in
providing their members with practical and proper knowledge is, among
others, due to the factors stated above. The difficulties of the subordinates,
what infrastructures they need or others can never be monitored by the supe-
riors.

The program of link and match, which is an integrated concept to
solve problems in a comprehensive way requires absolutely a close relation-

ship between superior and subordinates. Although this concept is relatively

new, it is hoped that the police force will follow it in order not to be left

behind.
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The Workmg reiatxonshlp thmmh lemﬂs (formai re}atlonship) very S

”: 'opportumty te exehanﬁe 1deas for wxdenmg theu' scope and mcreasmg thexr_{ |

et 'Icnowledoe T hese defects for mstanee have resulted in the iow level of i

' "'".'_.defecnve for deveiopmg the eapabxhty of subordmates because they 1ose the

_cnme clearance n 1992 (Table HI 9) when their level of capabxhty reached - | w

{only 35 10 percent mciudmg the number of solutions wﬁhout the public attor-
ney totallmg 359 cases. En 1993 there was no improvement either; the per-
centage of crime ciearance was 35.07 percent, less than that in 1992, If this
| _ 'workmg relatlonship could be zmproved it is sure that the crime clearance

| weuld also increase.

The relationship with the court is not close either and limited to
formal affairs. As shown by Table III-11, in extensions of detention as well
as permits for confiscation, determinations, etc. the number is also very
small, compared to that in the same year. Compare this with 1992 with ‘2,
196 cases, 23 extensions of detention and 176 permits for confiscation. Also
with 1993 with 2,375 cases, 31 extensions of detention and 197 permits for

confiscation.

The investigator should actually know that such a condition can
arouse many impacts, for instance, late extensions of detention and permits

for confiscation in handling cases or even neglections.
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A late process of trial is very disadvantageous for the investigator in

terms of time, expenses or efforts made besides the opportunity to have suc-

cess in improving the capability for clearance. If the process of trial can be o

" “speeded up by carrying out integrated activities, e.g, trials on the spot, we

';rziay be s.ure that the capability for crime clearance of the members will
improve. It is also the case with mutual visits as shown on Table III-12 which
should actually not be limited to application of paragraphs and ceasing of
investigation only, but involve the whole and the many aspects in order to
decide whether or not a criminal act is related to other aspects so that not all
reports are categorized as criminal acts. This matter will automatically lessen
the total of crimes and burden of work in order to preveﬁt the increase of the
number of undissolved cases and improve the capability for clearance of
crimes. With the good relationship with involved agencies the investigator
will not hesitate to apply a certain paragraph, send the case to the court and
cease investigation if the case appears not to be a criminal act or does not
meet the paragraph accused to the person. If at central level the coordination
meetings can run smoothly in the forum of "Makehjapol” which has succeed-

ed in production legal regulations that can be used by the involved agencies,

this should also be so at the resort level, at least at the level of periodical
coordination meetings. This is absolutely necessary as the investigative unit

at resort level is the most imprtant place for receiving reports compared with




the regional police or even the headquarters. Without a coordination meeting
at resort level no case can be solved in a proper way. This is also the case

with joint presentation of cases which has never been performed. Time has

- - come that the high investigative officers pay attention to this matter. With =~

~ joint presentation of cases, creativity will live up and bright ideas will emerge

from the participants of the presentation by way of brainstorming techniques.

D. Efforts for Improving The Capability of The Investigator
1. Staffing Process

a. The program for human resources being performed is incorrect as it
does not involve the investigative unit in the process but only pre-
pared by the Directoréte of Personnel Affairs (Table I1I-13). The unit
chief through the resort chief should actually prepares the program of
human resources and afterwards submit it to the directorate for fur-

ther processing.

b, Recruitment

So is also the case with recruitment of investigative members that is
only handled by the Directorate of Personnel Affairs. We have seen

on Table III-14 that during 1992 and 1993 only 9 officers and 20 non-
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commissioned officers .were recruited and these officers were all
dropped by the Directorate of Personnel Affairs. Recruiting of mem
) bers from educational institutioné iﬁtere_s_gegi persons meéti_ng the
| quahﬁcanons has never been camed out. Thls is actually agamst the
theory saymg that w1th an open competltlon in the selection qualified
- personnel will be obtained. Employee referrals, i.e. persons with
recommendations from friends due to their achievements énd great
talent have not been taken into consideration, although, as experience
shows, this way a much better method than the dropping system.

If the investigative unit wanis to improve, the old systems
should be ignored as they are not relevant with the principles of
modern management.

An investigative unit should be able to recruit employees for
itself, and in order to avoid the impression that it wants to take over
the function of the Directorate of Personnel Affairs, the channel of

coordination can be used in the implementation.

Training and Development

The frequency of training is very low. Only 2 officers and 1 non-
commissioned officer were trained in 1992, and 4 officers and 9 non-

commissioned officers in 1993 (Table III-15). The frequency is low,




so is the number of trainees. Ideally, one-third of the total employees
should get training each year, which is meant as refreshing and to

. fol_low .the -development and irnprovement of science and technology.

A common m1stake was made in overseas trammg in which -

: 40 ofﬁcers Wlth the rank of major (m1ddle off1cer) were sent abroad.

'This is not beneficial because the process of transfer of ideas and
transfer of knowledge from the officers to the subordinates cannot be
carried out, which is due to the fact that the distance from the officers
to the subordinates is too wide, besides the many managerial duties
that they have to do. The result is that much technical work is ne-
glected, which has then to be done by his subordinating officer with
the rank of lieutenant.

- As stated above, those who are sent for training programs
have all to follow technical knowledge on police affairs, while offi-
cers of the rank of lieutenant who in their daily activities do technical
WOI:k have not got the opportunity for the study. Would not it be
better to send lieutenants instead of majors or lieutenant-colonels who

are not so beneficial for the unit ?

If, for instance, lieutenants conld be sent to the programs,

transfer of ideas and transfer of knowledge would run smoothly, as
they do this work in their daily activities and get along with their

subordinates in the office or field.




B t__i-_-_form Of _a coachmg clmlc "(Table III 16)

Trammo of 1ntema1 pohce or umt nature hke skﬂi or leader- : S

__Shlp trammo based on the data of 1992 has never been 1mpiemented | K .

| -'-:Iand in. 1993 1t was the f1rst time that such a tra;mng was held in the' '_'g;

thlch was. far beyond their

expectatzons :_- ;The oﬁtward -bouﬁd (more accu:ate 1f 1t called outbound . -
| Z:_manacement) that was once held at the level of the Legzonal pohce _
| ..-'__was oniy Jomed by ch1efs of pohce sectors W1th no parumpatlon at all - o
| '.'by 1nvest10at1ve offzcers ThlS i compietely wrong because they are i
'_the persons who supervzse subordmates that Ieads to spemahzauon _ 3
: _Whmh W1H be. Very easy for them to transfer the knowledﬂe transfer

_of knowiedﬁe can so become more effective.

Different from chiefs of police sectors, they have to control a

* lot of functions in their unit, they are busier in managerial work tend

ing to managerial work so that ultimately the knowledge that they
received can be transferred to subordinates. With the absence of
training of internal police nature such as functional training, function-
al rotation, programmed activities, simulation and technical supervi-

sion, everything has become monotonous and static for implementa-

tion in the field. Symptoms that can be observed.include, 2MOng

others, the tendency of increase of the crime total and decrease of the
capability for clearing crimes and the trend to follow the same

methods.




d. :_Evaiuanon of Achlevement

Evaluatlon made for subordmates 1s resmcted to needs for e

- 17). Such a méthéd of evaluatmn 15 of .co.u.rse Wréng aé ?ll;é.m.btioin ls__ G
. -'.._only g1ven once 111 4 years Th1s means that in such a loncr penod an
'3' ."':employee is on}.y evaluated Once Th1s is not effectxve evaluanon."3:-"".;:}'_-"
o fshould be made at least once in sm months and based on the achleve-' ":

: ments m the dally act1v1t1es .

As plctured on Table HI 17 no evaluatlén has ever been made

_' of the Work achlevements Smce there is no hurnan resource dmslon
whmh s_ho_uld acmaily be available, the achievements of the members
car;né_t_.be évaluated and this w_ili certainly result in loss of creativity
'anc_'i_x_x.ioti:ya__tiqn_ of the membe_r_s_ to compete and become the best. An

| il;:_ipréssion Will emérge that .gbo'd deedé will never be rewarded, as
there is nothing about it. Finally a member will be reluctant to do
something as his colleagues do not do anything either.

The inconsistent attitude of the manager in which he imposes

punishment on a member who has made a violation was recorded
twice in 1992 and five times in 1993, while during the same period

many members have achieved much but got no reward, as can be seen
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on Table II1-18; this is destructive and can destroy the mental attitude
of the members. Ultimately this will stimulate the emergence of a de

- structive atiitude.

Approach to Work Distribution and Structure of Organization

The efforts for improving the capability of the members through
an approach to work distribution as shown in the job description on Table
I11-19, if implemented in the right way and consequently will be very
helpful to stimulafe the members for stimulating their working capability
and achievements. Howevér, it is a pity that in practice the work distribu-
tion is just a formality; the units still do the same work and nothing is
different. The structure of organization does not function as it should be
and everything is just not real. This is very contracdictory to the rules of
management as evidenced by the various mistakes made. Loss of control
and overlapping exist between one unit and the other, and unfair competi-
tions emerge, also waste of time and the aim of the work deviates due to
the lack of knowledge in that field. In addition there are a lot of viola-

tions made by uncontrolled members giving the impression of despotism

and problems arise on the distribution of incoming reports handled by the

members.
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The mistakes mentioned above are just a small part of the cases
that have not yet been identified and this is all because of mismanage-
 ment |
| There are altematwe that can be used if the management wants to o

:.'dzstnbute even Weifare to the members without harming the organization
or sacrificing the management by, for instance, mutations or rotations of
pér_éonnel periodically to better positions done in turns. This method
needs a far-reaching program and the leaders should as early as possible
plan a program for preparation in that direction. If this is not done, the
situation will become worse.  The members affected by the mutation will
face new complicated problems if they have not got any knowledge and
skill for the work in the new place. Another alternative is the turn round
strategy by, for instance, changing the structure of organization that has
been considered as unvalid. With restructurization and redesign the situa-
tion will become more favourable for the ihvestigative personnel to do

their work.

3. Approach to Coordination and Design or Organization

a. The functional coordination executed at regional level during the two

past years has shown improvement; the records indicate 40 times of




peri_c_)_dical meetings-in 1992 -and_45 times in 1993, while incidental .-

"'_-'coordmatlon meetmgs whlch usually cover pol;ce operatxons and

- nnportant cases were held 19 t;mes m. 1992 and 13 tnnes in 1993 (see__:_ S

o 'Table III 20) The coordmatlon meetmgs held at resort Ievel W1th )

] part1c1patlon of the sector S mvestlgatzve units were con51dered as far

i from what has been expected Inmdental coordmatlon meetmgs were
held 54 t1mes in 1992 and 72 times in 1993; this is very rejoicing
aithough this matter has not succeeded in lifting the image and per-
formance of the investigator. For interdependent communication the
sector and resort police as the guides for the meetings recommend
reciprocal interdependence; the resort police should actually improve

the functional coordination with the sector's periodically.

Internal work coordination, i.e. coordination with other units like the
highway patrol, traffic police, public service, etc. or external coordi-
nation with, for instance, the office of the prosecutor, court of justice,
immigration, etc. is not made very frequently (Table HI-21).

- Example : For the highway patrol coordination of work was made 6

times in one year (Table I1I-21), although the relationship involves
handling of the spots of places, accompanying detainees and joint

operations. If this integrated activity is rarely coordinated at the level




. the services and skilis'o_'f the .'members.

Y .::_. o

of the management, it seems to be difficult to improve the quality of = -

.'_""Demgn of Orgamzauon -
” " On Table III-22 is shown the enlargemeﬁt éﬁd e.nrlchment of
.WOﬂ{ that has 1mproved in 1993 compared wzth that in the previous
' year fcr cnmmal as well as routme activities whxch are all meant to

stimulate the creation of a more effective working mechanism. What

is still absent is the attempt to change the design of organization for
anticipating the situation _i_n the future and factual threats. An example
is the higher quality of crimes such as robbery %oliowed by sadistic
acts with butchering. The long period used for disclosing such a case
has caused unrest which shows that there is no change yet in the
working mechanism by way of redesigning the organization. For the
case of Pondok Gede experienced by the Herbin Hutagalung family,
for instance, almost all of the most important forces of the police at
the highest level, that is the Jakarta Area Police and the Police

Headquarters have sent their teams. What they did, however, is

working alone giving the impression that they wanted to disclose the
crime by themselves, have success by themselves and neglecting the

iniegration or unity of action organized and controlled by one respon-
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sible man. Such a working method shows that the investigator cannot

- work professionally yet or make use of the existing infrastructures

- and equipment or act communitatively and ignore the assistance from

E the unit. This _ba:d__hébit and arrogant atiitude has already entered the s

 mainstream of civilization and this matter is really destructive destroy-

ing the unif as a whole. The higher officials should actually establish
a special team_'involving the related elements of all layers and after-
wards redesign the organization for the members to work by deter-
mining a more accurate target; paranormals should not be iﬁvolved as

they usually make all work confused.

Approach to Structure, Technology and Equipment

The attempt to enlarge the organization on the basis of structural
approach has not yet been realized at resort level, which can be seen from
the absence of units like banking unit, smuggling unit, production and
trade unit. This inconsistent attitude which does not conform the policies
at regional and headquarters level, is defective for the investigative unit

because it has no authority or capability to disclose cases of that kind, In

addition, it gives the unit more work which will result in piles of cases at
the investigative unit at the area and headquarters level. There will be

more cases that cannot be dissolved and this matter will cause a lower
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spirit for work and the performance of the investigator will also be defect-

ed and at the same time decrease the image of the police force in general.

~ The incapability of the members in operating sophisticated _f'jj c

- equipineét suchas cpmputers, narcotics test, lying test, tapping equipment L
} affect the Wox.'.k.vér'y much.

Everyt_hi_ng ﬁhat has to do with examination of a certain evidence
n the framework of utilizing sophisticated equipmént that must be sent to
- the regional police or the headquarters has caused delays, and many of
them are not fully solved or ignored.

Taking into consideration the very restricted equipment (Table I1I-
23) it is very hard to hope for a good result.  How is it possible to win a
war with inadequate armament ? If, for instance, this matter has been
solved, the man behind the gun is a very important factor for operating
the weapons. An example is the disguising equipment or lying test
equipment which is not available at the resort investigative unit (Table T1I-
23); how can an investigator perform his undercover task properly ? The
absence of a lying test sometimes compels the employee to interrogate a

suspect many times, often until late at night. This is certainly not effec-

tive; it is just waste of time and energy.
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Approach to Delegation of Power and Authority

~ Uncontrolled use of power and authority has resulted in a pursuit
ofa p_re_»_tfiai (Tabl_e_-III-%). Although the number is relatively sn_aa}i. .:
_ '_-_colrn;iére_c.l_:fo..tﬁez total actsthzs 1salready a prozc_)_f:_.ﬂ.l_at despotic actions are .'
stiIl Iﬁéde by a mem‘ber or leader, whether or not the person concerned is
aware of it. Power does not always come from another person and then
transferred to another man, but it has its source in the personality of an
individual; the latter is more valuable than the former, as it is the power
of nature that will never fade, while the former is delegation arranged by
law that implies a forcing element and is of temporary nature,
The very small personal power and expert power (see Table III-
26) with 16.6 and 37.17 percent in 1952 and 1993 respectively of the total
of members should be improved continuously if we want to improve the
quality of the investigator's human resources. The key is by way of
improving the spiritual and mental guidance for the members in the field
of personal power and increase the frequency of trainings and develop-

ment to reach expert power.
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Improvement and Development of Oneself

On_Ta_ble I11-27 we have seen that only 3 members have been Ll
reglstered for attendmg Iectures in 1992 wnh done in 1993 wh1ch is also :ﬁ_'::.""
_ ___the case wath courses and leadershlp traimno The number has decreased

wh1ch gives the 1mpre_ssmn that there is no support for members who

want to improve themselves The leadershlp should be aware of this fact
and should not let it go down forever. Improvement of a member means
improvement of the organization which will take it to success of work.
Support from a leader for his members who want to master a certain
discipline of whatever science should be developed and should not only be
restricted te dispensation given to them (Table I1I-28). The members
should also be given facilities and other material support. When this
matter can be realized, their longing for study will be stimulated and they
will become more competitive. This is necessary for anticipating their
work in the future, because crimes will keep on developing following the
rhythem of the improvement of science and technology encouraged by the
environment that has so much influence in this era of gloabalization where

the world knows no boundaries.
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7. Other Attempts Ieading to Modern Management

Attempts for preventing that the members will not become crime

brokers or regulators by means of spiritual and menta) guidance and by )

.fOStei‘ing disé.ipi_i_l_l_é are very -implort.zi_ﬁ__t. b;efor.e téking anoiher ..step for
following the method of modern management. On Table T1I-29 is seen
that spiritual and mentai guidance is held once a month, while the foster-
ing of work discipline once in five days. This portion is actually appro-
priate, however many violations are made in the implementation and the
symptoms of erosion of the mental attitude tend to increase. The spiritual
and mental guidance should therefore be intensified once again. A
method that probably can be taken is by adding some hours to the time for
guidance or changing the didactic or methodology in order to reach the
desired target.

The SWOT Analysis for evaluating the strengths and weaknesses
to achieve beneficial opportunities in the implementation, which repre-
sents a special feature in modern management should soon be introduced
to the leadership of the investigative unit. The purpose is that the leaders

will be able to analyse their work and present it to a practical action nlan

for the subordinates. The queueing theory and decision tree theory should
also be mastered by the leaders who call themselves the firsi-line supervi-

sors so that they can easily manage their work and program the activities
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for the members in order to avoid surprise work or too much work or
faulty decisions.

Table III-JO shows that these theones have not yet been given to

the members mcludmg the ofﬁcers On the ba51s of data not a single -

officer knows about the queuelng and decision tree theones

In order to improve the members individually and maximize the
spirit of work of the unit modern management is a must for the investiga-
tors. One thing that must not be forgotten is that experience is the best
master. The leaders are expected to learn from their own experience as
well as from other people. One of the most popular form today is the
concept of thé benchmarking and franchising system.

From the result of an inquiry submitted to respondents it appears
that none of the investigators know anything about benchmarking and
franchising. Out of 50 officer-respondents only 1 person said that he had
ever heard about benchmarking and 3 others had ever read something
about franchising, while no non-commissioned officer knows what they
are (Table 1I1-31),

The low level of the members in knowledge and science has often

caused principal mistakes made by the high officials.. Citing part-of his

lecture, IGM Maniara in the magazine Bank & Bisnis Edition XVII of
January 1994 said that an expert in management in the western world, W

Steven Brown, had forwarded 13 mistakes by managers, i.e. :




a, '.Refuse any respons1bﬁity froﬁ sorﬁeone else
b .-Faﬂure in developmg the potent1als of human resourc.es.
c .:;Attempt to control matters reiatmg to mﬂuence of opl.mons.
: d To J oin an unfavourable envuomnent -
a e Handle all people mth the same method
1. .-_Ivnore the most unportant 51des of profit;
- '_.Toe much concentranon on probiems rather than on the objective of
the company, |
h. Havea Iow proﬁle do not pretend to be a boss;
i Paﬂure in determzmng standards
} Failure in training employees;
k. Lack of capability to forgive#

1. Appearance is more appreciated;

m. Aftempts to manipulate employees.™

If such mistakes are made by investigative leaders, it is certainly
because of the factors, e.g. they do not want to learn from the experience

of other people,

*) IGM Mantara, Magazine Bank & Bisnis, Editien XVIT, Jakarta: January 1994, p. 31.
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A step that can be taken for minimizing mistakes is, for instance,” =

app}ying th_e concept of benchmarking and franchising, as In these systems _'

legal 1m1tatzon methods can be found and how to practlse the standard of

ready—for—use pattem Wzthout any anyhsmcr or re- dlscusswns




CHAPTER V
CONCLUSION AND RECOMMENDATIONS

AL COﬁciusma | :

o - 1. Onthe basis of the results of the various kinds of research and sicussions '

we_ma_y'conclude that in the framework of improving the capability of the T

investigator, the high officials force and investigators have implemented a -

series of action plans to upgrade themselves by way of the following

activities ;

a. Atterﬁpts to put the structure of organization in the right order, e.g.
by establishing a coordinating and supervising unit for investigator-
civil servants and a police resort investigative unit;

b.  Carry out jog enlargement and job enrichment for the members:

c. Perform training and development; and

d. Improve the working coordination and functional coordination.

2. The efforts for improving the capability of the investigative members have

not yet been executed maximally or comprehensively, as evidence by the

following :
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i~ The mvestxcanve umt has not been orgamzed consmtenﬂy the exzst{_-_;-.;- :;:'
_.-'mo Workmg umts are not all meant for the area pohce or the head~'_';__:

s '-quarters” so that 1t 1S dxfficult to Go mto the dlrectlon of spec:lahzauon_

EE _gumts 1n 112111(511111<y cases and thzs wﬂi be a problem m the <uperv1szon_ .

'and contml thh the result that a lot of cases are out of control. In

such a 31tuat10n leatxons and dev1atzons are hard to avoid.

. _The actual manpower is far beiow the requirements and the employ- . .

] ';ees are not yet qualzf;ed (they do not have the quahflcatlons ofan

"mvestag_ator) : |

Th¢ jOb dé_scriptions are overiaﬁping, making the specialization of the
inve_sﬁéator’s task vague and the: result is that the ratings of job evalu-
ation_aﬁd cfficiency become inaccurate and deviate from the deter-
Inined targer.

The leadership of the investigative force at resort level tends to the
method of Kenneth Blanchard, i.¢. telling leadership which is identi-

cal to the authoritative version of White & Lippit. This is considered

improper as the investigative member is still at the level from medium
to high. The ideal system is the participating leadership, or more

precisely the principles of the leadership according to Chief Commis-




i :'f-clearance becomes very small

: sxoner M Karyadz should be apphed The IESU]E of the mzsapphcatlon :

1s that the two- Way commumcauon Ieadershlp style does not work :

ok ".'fmlsmanaﬂement occurs and the 1mpact on the capabﬂlty for cnme'--5.;"1'_"-:-_:__'

- '5N0 haz:momous work reiatlonship ex1sts w1th the office of the attorneyfi'i'.-

_ '_and court of _;ustz,c:c m the meamng that the coordmatlon is 1mproper :

L - --resu}tmg in slow handlmg of letters and more time is required for the -

| .prof;e_ss of solvmg cas_es._

'_fh_fe .st_aff.i'ng procesé does not run well : programming of the human
- resources is in the hands of the directorate for personnel affairs, not
f :_handled by the investigative unit. Recruitment of members does not
involve investigators as the users. This is a big mistake.

The portion of training and development is very small and the pro-
gramming is not done accurately. No training of internal police unit
nature like functional training, functional rotation, planned actjvities,
simulation, etc. has not yet been implemented. It is also not very
accurate that a number of middle officers are sent to follow technical
skill education in the country or abroad, because these officers have

the position of section chief of unit chief at resort level. With that

position it is almost sure that they will only do managerial work in
their daily activities and they will not be able to develop the knowl-

edge that they have received from the education.
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The technical work of the investigator is much in the hands of the

' 'offlcers with the rank of lieutenant or captain; they are leaders who

- _-Work together WIth subordmates in the fleld It is these persons who -

- ] :_ ;_'shouid actually get scholarship S0 that they upon return can d1rectly (o

“ -"share hlS knowledge W1th the1r subordmates the transfer of ideas and Rk

transfer of ideas will thcn become successful,

~Evaluation of the members' achievements is not performed periodical-
ly or systematically or continuosly but just incidentally, for instance,
for promotion or study. This is considered as improper because it
does not stimulate subordinates to work well or prevent them from
making violations.
There is no attempt to change the design of organization, although
they know that the present design is already out of date.
The members cannot use sophisticated technological equipment like
compters, lying test equipment, narcotic test kid equipment, tapping
equipment, etc., and the investigative unit of the resort police does
not even have these kinds of equipment.
There is litite encouragement for members who are eager to master a

certain expertise or discipline; thev are enticed bv a coverine threat

"Do not disturb any duty”. The leadership should take a more en-
couraging attitude and motivates the subordinates to improve them-

selves,




tive unit will be aware of the importance of mastering science.

In order to 1mprove the capabﬂlty of the 1nvest10atlve members as' i
R _'-_-best as p0331ble 1t 1s recommended that mtegrated steps be taken and 1mp1e-

i_ment them COIHPI'EhEHSIVEIY, ,1 e matters that have relanon wzth varlous as- o

o pects as follows |

o 1." | Carry out restructunzatmn of the orgamzatwn of the investigative unit at

. resort ievel takmg the exampie OI that of the regionai police investigative

_ -'d_l_rectorate_to a_c,con_lmadate .311 incoming cases in the framework of =

- specialization.

2 -Additional employees are required with gualifications of at least an

investigative vocational education.




: _.“f‘f_f.r-_:-improvement of work relatronshlp wrth the offrce of the attorney and_

:'_'_-:'_ﬁThe jOb descrzpuons should be 1mproved cons1stently and accurateiy:

: "'_'.:"f-showmg speerﬁed actavatres of the umts clearly and not overiappmc

.___;he_method of }.eadershlp sho_”. 'd take the example of the prmcrples of

href' Commlssioner M | Karyadt W

ood for hlmself but’.;_-what 1s more 1mpor nt _1so' be able to makei‘hrs];:

__subordmates work better for a cornmon succoss

_"-':court of gustrce is expected to be 1mplemented such as that of the head-

- :.:_:quarters wrthm the umty of "Makehjapol " 1. e. Mahkamh Agung, Keha-

: Ikzman Kejaksaan dan Kepolrslan (Supreme Court Department of Jus-
ftrce Offrce of The Attorney and Pohce) At resort level this may be : >
| caﬂed ”Po{]adzl i (Pohsl/Pohce Jaksa/Attorney, dan Pengadllan/Court of
Justrce)

The mvestrgatrve unit should do the work of the human resource pro-

_ ;'grammmg and recrurtment as this unit has more knowledge of the real . -

:_needs requrred what quahflcatlons and Ievel of ranks are need, what is

important for the unit and for whom promotions are required, mutations,

etc. for refres}ring the members. |

Increase the frequency of training and development soonest possible and

accurately leading to the concept of Link and Match, make effective the
internal unit training such as functional training, functional rotations,
programmed activities, simulation, etc. Priority for officers of the rank

of lieutenant is recommended for scholarships or skill training in the




':':_'pumshed .

':Evaluatron _of achlevements should be made properly, systematrcally and':
contmuosly Those who have achreve 'rnuch should be recorded m the 2

: -:' ecrster and 1t _"s hoped that they ﬂret rewards as an'mcentrve and those :_

. 'E.'-':_.The leadershrp shouid have the eapabrhty to evaluate all performance of

qu qurred

-*-'f'_:‘:?jwho have made vrolatlons should be recorded m a Spec1a1 notebook and

o Work and rnake correctlons by redeswnmg the orgamzatlon when re- oo

_';Make avaﬂabie sophrstxcated workmg eqmpment for the implementation - )

. of actxvrues f{mprovmo the capabrhty of the members in using the

' _:;uCiulp-ment should as early as. pOSsrble be Programmed covering tmaster-

rrrg the operatton of computers tappmg eqmpment lme test equipment,

-masks and cover equipment
- In order to motrvate the members 80 that they are willing to exercise

| 'durmo empty hours the 1eader tovether wnh the subordmates can join a

coffee mormng of Tanch 1or tramtng, GiSCUSSlODS, prainstorming, etc. It

is not advisable to play games in the office, chess or watch television. It

is therefore recommended that no television set be placed in the working

rooms of the investigators, but computers or other useful equipment.




-.'-_::'It zs expec:ted that the 1eaders can give ‘i:he members much oppormmty to :

_be consldered as an mvestatxon not as cc)st

S "'_"';-In order to set up an mvesmgatzve umt W1th tramed personnel of hlgh and L

- _ '_.'_'rquahfled mob111zat10n capabmty and for antlczpatmg more comphcated ':_

i expenses_ fo the 'needs of the members; in. educatlon and trammcr shouid_a - i

| _.work m the future 1t 1s hlgh tune for the hzgh pohce ofﬁcmls in particu- ._ :

'. ._ .Iar. the 1nvest1crators to thmk of mtroducmg modern management to all
g ;'members of the mvestwatwe umt For example by starting to apply the
..SWOT analysw deczsion tree, queuemg theory, benchmarking and |

franc:hzsmcr system .

'By mastermg the abovementloned theones o1 concepts for the police

| ".act1v1t1es the 1nvestwat1ve unit w1ll work better and can follow all

development and improvement of technology and concurrently anticipate

the negative impacts.
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erzlaku Dalam Orgamsasz (Attltude 111 Orgamzatlon)

f J_akarta 1991

| Edlt()l‘ E:dangga

Djamm Awaloedm Prof Dr MPA Pola Pengamanan ngkungan Terpadu_ 8 ;
S Sebagaz Implementasz sttem Keamanarz Swakarsa (Method for |
Inteﬁrated Enwronmental Securlty as Implementatlon of the Private e

Securlty System) Department of Security and Defence, Jakarta,

Septembar 1992

. Department of Defence and Security, Doktrin Pertahanan Keamanan Na-

sional (National Defence and Security Doctrine, 11 Leaderships of

3 t_hg: Indqnesian_ Armed Porces; Jakarta, 1974;

Drucker, Peter, The New Realty Management in Indonesia, January, 1992;

Fred Luthans, Organizational Behaviour, Fifth Edition, Singapore, McGraw- - )

Hill Book Company, 1988;

. Fremont E. Kast & James E. Rosenzwig, Organization and Management of a

System and Contingency Approach, Fourth Edition, New York,

McGraw-Hill Book Company, 1977;
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| ':-;'.-;:Karyadz M Chzef Polzce Commzsszoner Leadarshlp, Pohtew Bogor PT _

Karya Nusantara Bandung Branch Bandung, 1976 3

""-_-.'_._-KennethH Bianchard Managemenr of Orgamzarzonal Behawour Lembaga

Manajemen Keuangan dan Akuntans1 (Institution for Financial ey

. : ___Mangggmg_nt_a_nd :A_ccountan_c_y, _P_rent_1_c¢~Hall, _Inc. , 1983;

-".:Kemchi Ohmae Tke Borderless Wbrld Envlewood Chffs N.J., McKensay &
Company, Inc 1991,

Levin, Richard & Rubin, David, Quantitative Approaches to Management,
Singapore, McGraw-Hill International Editions, 1991;

Louis Sabourin, Prof., Asian Productivity Management, Indonesia Memasuki
Era Globalisasi (Indonesia Entering the Era of Globalization, Jakar-
ta, Sti Pustaka Executive, No. 20, 1992




: _Maskat D}unaedl Manajemen Kepolzszan Teorz dan Pra:{tek (Pollee Man~ o

agement T heory and Practlce Sanyata Sumanasa W1ra Sekolah; S

Staf dan Pnnpman POh‘I (School for Staff and Leadershlp of the

| i Pohee Foree of the Repubhe of Indone51a) Bandung, 1993 S £

| :_'-:";-'_"'5-.:013011 Rober Sem “Beif ktr Kreatzf Sebuah Pedoman Prakns (Creatlve Arts':"- :

' of Thmkmb, A Pracneal EIrecuve) Jakarta 1989

L Paui Hersay & Kenneth H Bianehard sze Czrcle Theory of Leadersth,

: Tralmno & Development Journal, N } Prentlce-Hall Inc., 1969;

| "-Paul He:say & Kenneth H Blanc:hard Management of Organizational Beha—'_ o
| vzour Unlzzzng Human Resources, Fourth Edition, Englewood

Ci_l_ff_s, N.J., Prentice-Hall, Inc., 1982;

Forther, Michael, Angket mengenai Persaingan Bangsa-Bangsa (Inquiry on
Competition between Nations, 3rd Edition, N.J., McGraw-Hill Book

Cofnpany, 1991;

PT CPI Rumbai, Safety and Security Info, Booklet I, Administrative Memo-
randuin No. 671-67, Jakarta, 1965;

' Ribery, I., Dr., Etika Bisnis, Pedoman Perilaku di dalam Berusaha {Business
Ethics, Directive for Attitude in Undertakings), Jakarta, November,
1987;




garwolo, Drs-» Dasar-

fion and Managemen Y, Jakaria, Ghatia ¥

Sastrodin‘mgrat, Subaglos prof. DT- MPA, perilak inistrast omunika

(Att'xmde for ommumcaﬁve Admin'xstraﬁon . Jakart, 19863
Qingaﬂmbun, Masti, etode ‘Penehtmn gurvey 1P3 (Methods for Re-
search, pyEs qurvey)s Takarta, 1978,
Soed‘gadi, BX., DS WPA, o&M Organimtion and Method, jakaita, TV
g, Jakaria cMEC, 1990,

Hail Masagun




: ."Soenarto Soerodxbroto SH KUHP and KUHAP (Crumna} Code and Cnml— A

nal Admmlstratlve Code) Jakarta Editor Soenarto & Assoc1ates '_": e

1984

::"Stoner & Wankei Managememi Thxrd Edltzon Smcapore Pren‘tice Hall_:__;

Intematlonal Edmons 1989

o '. Usman Eddy, Ir MM PROMES Producuwty Measurement and Enhance- .

' ment System Monthly Magazme on Manaoement No. 84, Decem-

ber 1992 Eakarta

- 'Wigaya Albert Dr. MBA Keberhas:lan Perusahaan Dzrem‘ukan oleh Human
” Capztal (The Success of a Company is Determined by the Factor of
- the Human Capital), "Jayakarta" newspaper, Jakarta, January 19,

1993,

Werther & Davis, Human Resources and Personnel Management, Third Edi

tion, N.J., McGraw-Hill International Editions, 1989:

Zainun Buchari, Prof. Dr. MPA, Manajemen Sumberdaya Manusia (Manage-
ment of Human Resources), Jakarta, Lembaga Administrasi Negara

RI, 1992,




EFFENDY, MBA

| PhDmeorBi i rosobnsges 10

Re31dent1alAddress o _'.3:.31 Berdxkam Rayono 38, Sukabum1 Utara Kebon'_' s
BENE A 5 " S5 '.Teruk Jakarta Barat Indonesxa :

i Education d y _:' ' 1 _ Master of Busmess Admimstration (MBA) _
] A Graduated and appreciated as a successful student in
'1992 from OTC Business and Manaﬂement Institu- '
'-_.'txon Jakarta - |

2. _Doctorandus (Drs) L
N ':Graduated as highly satlsfactory student in 1984

‘from the University of Riau, Sumatera, Indonesia.

Training/Seminar/Courses Attended (within the scope of
the Police Force) :

- Training for Programming Consolidation and Func-

tionalization, Palembang, South Sumatera, 1931;

- Non-commissioned officer, police investigative
force, Bogor, West Java, 1982;

- Officer of police investigative force, Bogor, West
Java, 1986;
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S (Wzthm the
SR R World Economic Giobahza xon.' J‘akarta 1991

_ : '.-"[._'-'Advantage Jakarta 1992
- Bomto Win, Jakarta 1992;

- --Enrrhsh Course ITTR Pekanbaru 1978; :
- Engl;sh Course ED & 1 PT Cahforma Texas Paczfic -

 Work _Expefience :

. — Sklll TrammU for Invest;cation of Cases Bocor

West Java 1989

Polxce Manaoemem and Leadersmp, .Taka rta 1 9 91

ope of management) ;

_'?Markeua Management Jakarta, 1991

_ - ._-Tactlcs and Techmques to AChIBVC Competitlve

Indonesxa Rumbax 1982

- Asof 1976: civil servant at the Regional Police

_Operanon Dmsmn Riau;

- End of 1980: partlclpant in the Education for Com-
pu_lsory Military Tramm:,, Police Force, Padang
'Be_s:i.,_ ‘West Sumatera; '.ce_m.plete_in 1981; in the same
year transferred to the Economic Investigative Divi-
sion, Riau Regional Police, up to the end of 1985:

- 1986: Assigned to follow development education in
the School for Police officer-candidates);

- In the same year (1986): Transferred to Jakarta Area

Metrojaya Police in the framework of making
preparations for a scholarship to Germany due to the
success as Best Student at the Course for Police

Investigative Officers;




W

- -Departure to Germany Was canceiled afterwards '_ B

o asswned as Commandant of the Sabhara Platoon

"-"West Jakarta Resort After only 6 months trans«- i

-ferred to Palmerah Pohce Resort in the. mvesugatwe e

s --_-_-_-umt Six months- later returned to the resortand

T f_-promoted to Chlef of. the Investioatwe Umt SCCiIOIl_:"'

L _.'-':.iof Thefis of Motorlzed Vehlcles Wlth the success'_f’

achieved in 1ess than one year promoted once aoam. g
_as Ch;ef of the Investwahve Unit, Tambora Sector,
. Takarta, - _

_ '_Aftar 2% years at Tambora transferred to Director-
| aie of Educatlon and Tramrng, Metro;aya Area
Polrce After 2 years as Ofﬁcer for Training Opera-
: -t10nal Affairs, in April 1993 promoted to Deputy
Chlef of the Investlgatlve Unit of Bekasi Police
Resort. In March 1994, for functional promotion at
the Ievel of Captain, transferred to the Centre for
Operational Command of the Metrojaya Police with

the position as Operational Control Officer.

(Miscellaneous experience) :

Assigned at the Police Special Operation "Kepitung
Senja” with a smuggling operational target at
Pekanbaru, 1982;

Assigned to arrest suspect in manipulation/corrup-

tion Bambang Marsudiharia at Sleman, Yogyakarta;
much assistance received from Lt.Col. Drs. Salim
Siregar, Chief of the Security Police, Tanjung Priok
Harbour, Jakarta (now Colonel and Chief of the

Riau Regional Police);
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Investigating the case of land manipulation and
violation in felling forest trees on the border of Riau
and North Sumatera (PTP-IV case), together with

Lt.Col. (Police) Drs. Tara Sutama;

Security Officer at General Election in Riau, Tumo-
yong island, afterwards made a tour to Singapore

with Sergeant (Police) Nasrul Liza (now licutenant).




California Stale University, Fullerion
Fuilerton, California 92634

CENTER FOR ORGAMIZATIONAL AND ECONOMIC STULHES
SCHOOL OF BUSINESS ADMINISTRATION AND ECONOMICS
(714) 773-2211

February 1, 1994
Dear Prospective Participant:

This is to acknowledge that after successful completion of all
MBA course work at OTC, you are now eantitled to further your
study at California State University, Fullerton for the

POST GRADUATE MBA PROGRAM in INTERNATIONAL BUSINESS.

This is an Intensive Pive Week program held at CSU Fullerton,
focused on all key elements of successful International Business
bodies of knowledge related to the specific key areas of:

- International Finance and Accounting

- International Marketing

- International Small Business and Entrepreneurship
{Course Project)

- International Operations Management

- International Strategy and Policy

In addition, field trips will be utilized to enhance the Advanced
Post Graduate Program to the small business chosen as the case
study.

The next program will start on June 20, 1994 and finish on
July 22, 1994,

All requests for information and assistance, please contact
our program coordinator in Indonesia:

Ms, Anita Liliana
Phone: 572-1018

Sincerely,

BRONSTON T. MAYES, Ph.D.
Birector, Center for Organizational and
Economic Studies

DENNIS J. POLLARD, Ph.D,
President, P.S.C. International
Managing Director: POST GRADUATE MBA PROGRAM




Unive
Fulierton, Caii!qrp:a 92534

California State

sity, Fullerton

GENTER_FOH ORGAN!ZAT]ONAL AND ECONOMJC STUDIES .
tSCHOOL OF BUSINESS ADMINISTRATION AND ECONOMICS
{718} 7T73-2213% LT R Ll

April 15,.1994. . ..
SRR S

Chieff9f~lnﬂonesian;NationaliPolice
JL. . Trunojoyo No, 3 '
“Kebayoran Baru :

Jakarta Selatan

.Indonesia

RE: Advanced Study for Mr. Muchlis Effendy

This is to acknowledge that on successful completion from MBA
- program at 0OTC Institute, Mr. Muchlis Effendy, an Officer of
~Education & Training at Polda Metro Jaya, 1is entitled to further

. his study for the POST GRADUATE MBA =t CALIFORNTA STATE
UNIVERSITY, FULLERTON, USA,

This program will last for z six weeks, consisting of five major
 subjects specialized in International'Business, which is
- scheduled to begin in June 1994,

After careful consideration of his past performance on his MBA

-study, we have decided to accept him for the POST GRADUATE MBA
at C8U Fullerton.

We would appreciate very much for your support and assistance
to Mr. Muchlis Efendy in his intention to further his study,

S8ingerely,

770 o

BRONSTON ©. MAYES, Ph.D.
Director, Center for Organziational
and Economic Studies

The Catforma Siate Unversiry
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Kennedy-Western University
Park Center Pointa
1458 Tyrell Lane
Boise, Idaho 83705
208/375-4542
800/635-2500
Fax: 208/375-5402

(s Muchlis Effendy MBA

‘. Liartha Kembaren

irgctor Kennedy-Wastern University

jd';,ambaga Management Imanuel Indonesia

1. Karang Mulia No. 8, Rt 001/06 Kel, Karang Mulia
¢c. Ciledug Jakarta Barat Indonesia

gar Mr. Effendy:

i with great pleasure that we inform you that vour racently submitted admissions materials
Fave been reviewed by our Faculty Review Committee and that you have been accepted as
;candidate for the degree of Doctor of Philosophy in of Business Administration. The entire .
qaff and faculty congratulate you and are prepared to assist you in accomplishing your goal.
though we have over 3,000 students currently enrolled, we are very selective in admitting
spplicants, for it is not only the quality of our curricula and the expertise of our faculty that
gives Us our reputation, but it is the quality of our students and what they’ve gained in thair
pursuits of academic excellence that makes the schaool what it is.

the Kennady-Western University off-campus degres program has been establishing an
gxcellent reputation in the American professional community for over 10 years and is now
gxtending its work into other parts of the world. In fact, Kennedy-Western University has
become a true international leader in distance-learning worldwide; and, tharefore, when you
{join this University, you become a part of a proud group of individuals who have committed
1themselves to indepandent-study and the rewards that come with continuing sducation.

ince your portion of the world is going through a radical changs, we believe that you have
sn added sense of responsibility to yourself, your family, and this institution. To satisfy this
responsibility, you will need to disciplina yourself ‘and attain the proper motivational stance
required to produce quality educational work products.

Your degree requirements consist of a numbar of spacific courses in the field of Business, as
prescribed by your professors that you will nesd to complete, as well as a Dissertation that
will meet universally accepted standards of acadamic gquality.

ﬂ.‘;‘_dyﬁﬂ‘,,,ikmﬂg»‘,ﬁim.E/D/Q;’;/minig!».J,Qh.,wﬁﬁl&mﬁmﬁ.’l@my-w@av!\'wdwww%%&ﬂ@ﬁ‘@@&Sﬁ"eﬂ@f@f”r@9“"”iﬂ”‘“"vOﬁ‘f’""“?‘t‘(’i‘tf'i’a“S”f””Tﬁ:@
academic goals you hava projacted will bscome 2 reality. In this, we offer vou our support,
for it is our sincere desire that will attain the degres of Doctor of Philosaphy of Business

Administration and manife
ar .-ﬁwishes, C/Z/
(ﬂ/yy/JJﬁ/é\_

g
Céren3 del Uno
Registrar




ggpa!_a Kepolisian Daerah Me_t_roj_aya
fi- Jakarta, . :

erihal: Rekomendasi

Dengan hormat;

 Bersama ini kami Yang pernah menjadi dosen Saudara Muchlis Effendy,
Institut Pendidikan Bisnis dan Manajemen OTC, sangat mendukung rencan
tannva untuk mem}e[esaikan' beberapa mata kuliah pada Post Graduate MB
State University, Fuillerton; California, USA.

3 keberangka-
A di Califarnia

Saudara Muchlis merupakan mahasiswa yang rajin dan berbakat, Dalam rangka
pengembangan sumber daya manusia secara nasionai
v ini, maka minat Saudara Muchlis untuk meningkatkan kem
- berharga sekalj bagi masyarakat.
| Saudara Muchlis Effendy,

ampuan profesionainya sangat

Staf Puskedalops Paolda Metrojava, juga merupakan salsh
seorang yang sedang menyeiesaikan studinya pada disiplin limu Sumber Daya Manusia
~ (Human Resources) dalam program Doktor pada Kennedy Western University,
waktu bersamaan akan menyelesaikan modul akhir dan mempertahankan Diserta
" Bekal profesional yang sedang ditekuninya ini,
5:-3"pengabdiannya kepada bangsa dan masyarakat k_ita dim

yang pada
si.

 menentu, modernisasi masyarakat.

Sehubungan dengan itu, kami dengan gembira memberi dukungan dan rekomendasi,
;' kedua program tersebut yang waktu pelaksanaannya beriringan.
' Semoga surat rekomendasi ini bergunza sebagai bahan periimban

gan-bagi

5]
T,
Y
o

X mahasiswa

yang sangat kita perlukan sekarang

- lerima kasih sebeiqmnya atas perhatian Bapak.

Harmat kami,

sty >

i .
- Dr. Albert Widjaja
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CLPARTEHEN PEETAHANAN KTLAMANAN
REPUBLIK INDONESTA

Membaca

Meniwrbang

Mengingat

Menetapkan

SURAT-XEPUTUSAHN
Neror : Sken/566/Y1/199L

tentang

PERJAIANAN DINAS KE LUAR NIDERT

MENTERL PURTAHANAN KEAMANAN

Surat Kaﬁclri Nompw: 1/1920/V/94/Ditvendal tanggal 20
Mei 1894 perillal permohonan izin mengikuti pendidikan di
luar negeri/Amerika Scrikat.

Bahwa untuk kepentingan dinas, perlu dikeluarkan Surat Xepotus-
an pelaksanaannya.

1. Peraturan Pemerintah No..18 tahun 1955,

2. Instruksi Menhankam/Pangab MNo. Ins/l2/vi/ie7a.
3. Radiogram Menhankam/Pangab No. T/532/1978 tgl. 18-8-197§8.

MEMUTUSKAN

g Menugaskan kepada :

Lettu Polisi - MUCHLIS EFFENDY  Nrp. 54090332 -
Pacal COps Puskodalops Poldz Metro Jaya

untuk mengikuti kuliah Program-Doktor dalam bidang Study
Administrasi Bisnis pada California State University, Ful-
lerton di Ameriks Serikat selama 3 {tiga) bulan.

. Untuk melaksanakan tugas terschut pcmbcrahékatan dari Jakarta
pada tanggal 12 Juni 1994 dengan menumpang pesawat udara pep.

.




'TT167 I,

Suras Kugu£usan Menhankam -
‘Nomer : Sk56{§56£V15*°23
i Tanggal : 2 _ ¢ _ 190y
-2 . . :
Biaya benugasan ini Qitanggung'Palri.

q. Setelah tipa di negara yang dituju segera menghubungs Perwakilanf
R.1T. setempat_untuk_mengurus-segala sesqa;u_yang.berhubungan ~dengan
tugasnya. - B S o B S

" :5. Waktu selama berada-di*lué; négeri_d}hitung penuh. sebagai masa

kgrja_@npuk penetapanjgajiidan pensiun,

Nyampaikan lapcran tertulis kepada Kepala Kepolisian R. T, tentang
hasil tugasnya di lyar negeri. 5

Dengan Catatan -

SALINAN Surat Keputusan ini dikirimkan Untuk diketahyj Kepada
.. Menhankanm (sebagai lapcran)
Z. Pangab P
Menteri pLuar Negeri R.1,
Kepala Kepolisian R. I,
Rasum ABRI

Aspers Kasum ABR

Karo Humas Kermalugfi Setjen Dephankanm
Yang bersangkutan

3
q
5
6
7 Asintel Kasup ABRI
8
g
0
1 Perwakilan p.p. di Amerika Serikat,

Dikeluarkan di Jakarea

Pada tanggal 2 Juni 199,

NAN XEAMANAN
s EMEE Rbers

3 AW Y o 8 e




168

s

(GRATAN BERSENT VEL 10 i i e B O N RS T
; MARIAS BESAR
REPOLISIAN NEGARA 1 PUHLIK INDONESIA

TPertimbungan

Dasar

SURAT-PERINTG H
No.Pol.: Sprin/;557 ,é’/‘/éﬁf»f

Bahwa dalam rangka- pelaksanaan kuliah di luar
negeri (Amerika Serikaty, dipandang perluy menerbitkan
Surat Perintah Kepuda seorang Perwira Polri gumn s -
luksunuuunya.

1. Surat Director, Center for Organizationn) and
Economic Studies California State University kepuda
Kapolri tanggal 15 April 1994 perihal Advanced Study
for Mr, Muchlis Effendy.

2. Surat Kasetum Mabes ABRI Nomor : B/539-03/11/05/
SET tanggal 1 Juni 1994 perihal Izin ke luar negeri
(Amerikay Sorikat) atas noama Lettu Pol Muehlis Ellendy
Nrp 54090332, '

DIPERINTA AGH K AN

- laitn Dol MUCHILIS ERFENDY Nrp 54090332

Padal Ops Puskodalops Foida Metco Jaya

1. . Mengikuti kuliali program Post Cradunte MBA dalam
bidang Study Administrasi Bignis pada Culifornia
State University, Fullerton, Amerika Serikat selamn

* 3 (tiga) bulan,

2, Rencana kuliah dimulai pada tanggal 15 Juni 1994,

K Biaya dalam rangka pendidikan tersebut ditanggung
oleh peserta, '

1, Selnma~lamanya empat hari sekembalinya dari luar
negeri agar menyerahkan Laporun hasil PenLgasan terse-
but kepada Kapolri dengan tembusan kepada -

- Deops Kuapolri

- Demin Kapelri

- Kapolda Metro Jaya

- Sir Bik Poivi

- 2ir Rendalpers Polri
- Ses NCB-Interpol,

/ 5. Sebelum

a4+ omoy
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5.
melap
Dalka

Tembusan

Kapolri

Aspers Kasum ABRI
Kapoldz Metro Jaya
Dir Dik Polri

Ses NCB-Interpol
Perwoakilan R I di
Amerika Serikat.

2 SURAT PERINTAI KAPOLRI
No.Pol.: Spm’n//oZ/é /ﬁ?/%y
Tanggal: & Juni 1994

¢

Sebelum dan sesudah melaksanakan perintah ini,
or kepada Dir Rendalpers melalui Kasubdit
r. .

bikeluarkan di tJakarta
Pada_tanggal : 9 Juni 19894

“PQLISIAN REPUBLIK INDONESTA
AR E-M I N

e T bl UDARMADJI
< PERT R fENDERAL POLTST
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LI SI AN

VLITAN JAKARTA RAYA DAN SEKITARNYA

DAERAH

s ks

Kulish ke Luar Neorerd

Jakarta, /,,/7’,Jmi 1992
B/é‘,,g,!? & /v1/1994/Datro
BIAS A.

Penghadapan Pams Pclida

{efro Jaya yeng gkan

K_e pada

Yth, KEPALA KSPOLISIAN
REPUBLIK IKDONISTA
di
Jakartas

Us.p Dir Rendal Pers Polri

1. Rujukan Surat Perintah Kapolri Noo.Pol. : Sprin/1216/41/199%

tanggal L Jwi 199 tentang perintah mengikutl Kuliah Program Post
raduate MBA dalam bidang Study Administrasi Bisnis pada California
State University, Fullerton, Amerika Serikat.

2. Sehvbungan dengan rujukan tersebut diatas, bersama ini diha
dapkan kepada Dir peserta dari Polda Metro Jaya
N a m a2 : MUCHLIS TFFENDY
Pangkat / Nrp : LETTU POL / 54090332
J abatan - ¢ PA DAL OPS PUSKODALOPS
Resatuan : POLDA METIRO JAYA

untuk mengikuti Kuliah Program Post Graeduate MSA dalam bidang Study
Administrasi Bisnis ‘pada California State University, Pullerton
Amerika Serikat,..

3. Demikian untuk menjadi maklum,

Aen. KEPALA KEPOLISTIAN DASRAH METRO JAYA

WAKA /

]
1

ambusan : . : &
Lo : - - ot - -

Kapolri S BRIGADIR JEKDERAL POLISI
, Aspers Kasum ASERT L

, Dir Dik Polri

. Ses NCB~Interpol )

. Irpolda Metro Jaya

- Kapusicodalops Polda Metro J aya.
Kedit DZklat Polda Metro Jaya.
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SIA NMATIONAL POLICE
" NCB - INTERPOL

JALAN TRUNOJOYO 3, KEBAYORAN BARU
~ JAKARTA 12110 - INDONESIA

. ae : 62217393650 S _  Telefax  : 62-21 7201402
o 62-21.7218098 : R .. Photo Fax : 62-21 7201402

U 475

e 1994. .. S

To Whom it }May Concern

The undersigned,
Name : Drs. M. Rachlmat Tirtapracdja
Rank '+ Police Colemel
Position : Head of Intermational Coopration Dept.
NCB - Interpol Indonesia Secretariat

We explain that, the officer :
Name : Mr. Muchlis Effenddi
Ramk : Police First Lisutenant
Position : Officer of Education and Training at Jakarta
Metropolitan Police

has completing his study for the Post Graduate MBA at California State
University, Fullerton USA begin in June 1994 % six weeks.

While studying in USA, he needs same references fram Police Offices in
Californis State. Ve would appreciate very much for your support and

assigtance o him
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JULY 1, 1384

PO e

17

- Chief Randall W. Gaston 1832 Lz, Ray Welch
Ms.  Alisa Navarro {Secretaryl] 1861 Sgt.  Joe Engelhard: {Enforcement)
1834 Sgt. Fred Roush {Enforcement)
y pffa 1548 Sgt. Ed Doughery (Enforcemany)
- 5gt. Joe Reiss 1533 Sgt.  Steve Walker {Enforcement)
1532 Inv. Bob DePaocla
1835 Inv. Chuck O'Connor
NITY SERVICES DIVISION 1883 TCA Supervisors
Capt. Stan Kantor 1860 Traffic Counter
Ms. Marilyn Whittingham  {Secretary) 1862 Ms. Mary Wentworth {Supervisor)
1297 Ms. Anna Blount (Citation Inquiries)
errative Burea 1833 Ms.  Judi Harper {impounds)
L1, Marc Hedgpeth
ahifities Detai 1824 Mgr. Travis Williams
Mr.  Bill Masters 1857 Communications Supervisors
1858 Secondary Dispatcher
s Detal 1858 OR Desk
Sue Metildi {Admin. Sves, Coord.) 1798 Ms. " Suzanne Good {Automation)
Joy Peak {Payroll} 1788 Ms. Julie Lonsdale {Automation)
Terri Q' Sullivan {Payroll) 1828 Mr, Bob Rodriguez (Automation)
Elaine Lord (Purchasing) 1508 Ms. Debe Wuest
a!
Pattie Wasielewski 1823 Capt. Jehn Flanagan
Jim Santoro 1878 Ms. Judy MeKay {Secretary)
Paul Grugel
Rick Martinez ri ers
Chuck Swanson (Patygraph) 1827 Lt. Vince Howard
Bob Thomas
Tom Engle v i i
Dawn Castigiione {Personnal) 1858 Sgt. Mike Hannzh
Witma Mitchel {Front Desk} 1981 Det. Bill Dawson
1865 Det. Ron Drvol
1959 Det. Larry Garrison
John Quinzio 1980 Det. Ron Godsey
Ken Hillebert {Training) 1862 Det.  Adelyn Lemmon
John Loeschhorn {Training) 1863 Det. Mike Maniey
Buddy Jacob {Planning & Rsrch) 1964 Det. Frank Pinela
Pat Deconinzk {Planning & Rsrch) 1563 Ms. Lana King
Glen Hagler {Range) 1571 Ms.  Donnis Sarphie
Tom Rosselli {Range)
Steve Morse {Media Services) ! i i
Lucy Ligen {Front Desk) 1967 Sgt. - Steve Rodig
1582 Det. Jim Conley
icing Bures 1966 Det. Lyman Duckwitz
Jackie Parra 1872 Det. Georgia Erickson
1873 Det. Mike Foster
icing Detai 1581 Det. Reinhold Gunther
Joe Vargas 18585 Det. Ty Hagenson
Lewis Wuest 1968 Det. Hob Hammaker
: 1848 Det. Mike Hidalgo
vices Da 1947 Det. Rich Rauiston
7 Tom.0 Donnel 1871 Detc—Guy Reneau
7 Dan Ballew {DARE)} 1970 Det. Lees Smith
6 Dave Grace {SRO) 1968 Det. Steve Whalen
8 Sen Hittesdarf {DARE) 1818 Ms. Pat Rhodes
Z Connie Kossky (DARE)
3 Jon Ledesma {DARE) Forensic Services Detail
3 Tracy Q'Connor (DARE) 816 AfSgt, Jim Conley
¢ Jack Sharkey {DARE) 1817 Det. Larry Sentif
7 Arleen Harris {(PCSR) 1518 Mr.  Andrew Canney
5 Michele irwin (PCSR) 1520 Ms. Lynette Faeser
8 Darlene Plaza " {PCSR) 1518 Mr.  Scott Flynn
0 {PCSR) 1831 Mr. Pat Nolte
1542 Ms., Terri Powers
1874 Mr.  Bill Stone
1544 Mr.  Mark Sveinson
1864 Photo Linit
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Frank Fleming

1891

34801 Cape.:
1805

e-Peter Depssig
_'Ms. " Bev Clabaugh
1404 - Ms. Esther Hoyer. -

Sper 'ial.Eg iorcement Bureay

- iSecretary)
{Staff Ana_]y?;)

Watch Commander

1989

Desk Sergeant

Cindy Nickel 1402 Lt.  Ted Labahn S
BREE L 1421 Sgt. Hon Good .{.CTF)
. S 1411 Sgt.  Craig Hunter (Gangs)
) . Charles Chavez 1431 “Sgt. . Haroid Mintmann {Criminal intell.)
Det. Bruce Botiolfson 1436  nv, Ken Mclelland  {Criminal Intell.}
‘Det. - Rick Dyer -~ 1407 . Mr. . Angel Alday S
o bet. - Dennis Fair 1408 - Ms. . -Debby Fike . CTR)
- Det. - Ken Gregory - - ©..1444 . Ms, . Celina McAlpine . {Gangs)
...Det, . Bob James . L T ' e
_Det. Dave Kussman | Vice & Narcotics Bur :
-Det. :Dave Monsoor S 1403 lts o Steve Sain. S
7 Det. John Larson: o © 1481 ‘Sgt. Ron Lovejoy (Street Narcotics)
- - Ms. - Dorette Stone-Lopez 1490  Street Narcotics Unit o
e IR 1451 Sgt. Mike Patterson {Vice)
: 18 1471 Sgt. Dave Severson (Major Narcotics)
‘Ms. Des Shambaugh 1453 iny. Jim Gandy
4885 . Ms., Kris Tenpas 1408 Inv. Joe LaRosa {Asset Forfeiture)
508 Ms. Anne Ganley {BCE) 1476 Inv, Jan Murrow
S o 1464 Ms. Norah Moreno {psR)
Ao Theft / Warrant Detail
1514 Sgt. Kahle Switzer i ryice
4945 Det. Ken-McAlpine {Auto) 1809 Lt. John Cross
1944 Det. Fred Pittington {Auto) 1830 Sgt. Joe Liddicote {Halicopiers)
’39'32 Det. Hector Robles {Auto) 1820 Sgi Jim Moore {Arena / Reserves}
1840 Det. Robert Rolsheim {Auto) 1822 Sgt.  Gerry S1ec {Conv.Crr. / Stadium)
1939 Det. Walt Jackson {Theit) 1821 Off. {Special Programs)
1949  Det. Gary Johnson (Theft) 1823 Ms. Anna MclLaughlin
1876 Det. Garey Churchill {Warrants}
1878 Det. Rick Cabrera {Warrants) stenti ifi i
1842 Ms.  Alice Espinoza 1820 Deiention Facility
1568 Ms. Cindy Hernandez 1525 Seninr Detention Officer
1943 Ms. Lorelei Livingston {PSRi 1088 Bail Clerk / Desk Office staff
1 [ mic Crimes Detai
1851 Sgt. Paul Mundt
1935 Det. Sharon Pietrok {Theft) E
1941 Det. Susan Dawson {Theft) Mr. Mark Logan {Mon-Thur) 15835
1946 Det.  Robert McKay {Theft)
1957 Det. Dwain Briggs {Fraud) L
1854 Det. Steve Whitson {Fraud) Ms. Susan Dalcamo {Juv.) 8991-4580
1652 Det. Tim Crawford {Checks) Ms, Barbara Siefen {Juv.) 1546
1856 Det. Duane Goelz = {Checks) Ms. Concepcion Hernandez (CSP Restit.) 1327
1953 Det. Werner Raes (Checks) Juveniie Hall 834-6660
1572 Ms., Grace Fields
1887 Ms. Eve Sensano {Chacks) 3
Adrninistrative Conference Room 1603
Records Bureay Break Room / Lounge 1304
1854 Wigr. Barbara Nail Briefing Room 1528
1524 Supervisors Building Complaints 1921
1261 Ms..Charmaine Darmour (CLETS./ NCIC) Detective Conference Room 1914
i258 Ms. Bette Wilson {Applicant / Subpoena} Gas Pumps 1305
1254  Records Specialists {1265 / 1320} Heliport 587G
1284 Record Checks Men's Locker Room 1328
1985 Taletype Dask Public Information Gifice 5257
1261 Front Counter Caderls {12682 7/ 1269} Report Writing Room 1882 /1883
1252 Front Counter PSR's {(1273) Special Operations Conference Room 1489
870-1570 Ms. Ann Dean =(NOCMC) Stadium Security 254-314E
870-1570 Ms. Cathy Lewandowski  *{NOCMCQC) TAC Room 1888
870-8480 Cour Recording *{NCGCMC} Training Auditorium 1281
Weight Room / Gym 1371
Women's Locker Room 1370
1882 Capt. Roger Baker
1630 Ms. Debby Brown [Secretary)
18412 Ms. Nency Hale {Sraff Analyst) * (NOCMC - Court Liaison Detail)
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37 OFFICERS .
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SHIFT THREE 18z

9  SERGEANTS .
52 OFFICERS = 1
2 POLICE SEav agp
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DETAIL 182

4 OFFICERS
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7 SERAGEANTS
22 OFFICERS
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S ._3:Related Data _

) ““ Populatlon 790 000 | __
R B Amount of Pohce }Force 217
o Ratio : 217: 290 000 = 1: 1336

'.':-}1 Accordmo to newest Orgamzatic}n stmcture (date Ju y l 1994) Ana 1em1

Pohce;,DeparUnent Dmded m Four Bm Dmsmn Commumty Serwc:es

Dmswn

2. De_t__e_ctz_w: Division

* 3.Patrol Division -

4. Spemal Operatxons Dmsxon '

: There are only 14 mm, posted as leaders

* 1 chief
% 4 Captain
* O Lieutenant
Technological Equipment & Weapons :
- 3 Helicopters
- 40 black and white police cars (patrol car)
- 60 Detective cars
- 30 Motor Cycles
- 86 Pcs ) 4
- Over than 50 Computer Set in the computer Center

- Handy Talky 160

_-lHand Phone 87
- Fax 28
- Teargas 120




 -CCTV & Video 34

 -GasMask 180

- Shoulder Gun 230
 -HmdGw 167
e e e

?f.é_:'Ré\}iéfl'vf:_f"_'f 205 e e

L _Dynami_te_ 118
7 ey §

 equipment 42

- Narcotic Test 60

equipment

- Horse 18

- Dog 21
14-20 Kids Killed everyday
25 new gun produced almost each 10 minute
Serious crimes : - Homicide

- Robbery

- Burglary

- Rape & Sex Crimes

- Burning and fires

- Narcotics and Drug

‘Lowest Salary for the Lowest level is about US $ 3.500 a Month. Equal to

Rp 7.623.00 month




- Detective Division
* Three Bureau - Crimes Persons Bureau
o - Crimes Property Bureau |
: --”Re.cord'-.Bﬁ.'r.éaﬁ L
* Ei'ght.h. \'vdr.king Umts 'Th_elt.'t' _také care of the aciiv.ities;-i.e. .
o - Juvenile & Sex Crimes Detail
- Robbery / Homicide Services Detail
- Property Detail
- Burglary Detail
- Crime Analysis Detail
- Auto Theft/ Warrant Detail
- Theft / Economic Crimes Detail
* Except vice & narcotic Bureau, it is part of the special Operation
Division.
* The actual man power of Detective Division: 89
- 1 Captain
- 2 Lieutenant
-7 SGT
'—'44 Det
- 1 Mgr

- 1 Supervisor

- 1 Records Specialist
- 1 record check

- | Teletype desk




* Facility :

* Training

- 1 front Counter cadets _

- 1 front Counter PSR'S | .
-1 Clerk | |
- 1 Secretary - 10 Mg

- 1Photo Unit. .- SMr.

-1 Court Recording

- 1 Conference / Briefing room

- 40 In.terview room.

- 1 Fire arms Ground

- 1 Computer Center

- 15 Gun store

- 1 Library

- 1 Relax Corner

- 560 room jails, two people in each room for 2-3
weeks

- 14 Waiting room for prisoner
2-4 hours to Court Just sit or Standing in there,
no bed !

- Computer Set (PC) for each room

- Specific equipment

- New Weapons
- Job enlargement/ Enrichment

- Firearms, twice a month




- FBI (short irﬁin_ing) specific _cas__e e

- :Pro"mc)iion

- Severai srrt md ofﬁcers have been sent to new procrram

'tbroarci such as the DEA in Germany and o Lhe cenire :

of Polxcc—: Trammw m UK

PRI Procrrammed work acuvmes everyday

o F _Qu_a.liﬁcation of the Unit _Lc'aders and members;
o *9 Mé_.s.té.r_'s Degree
" .«4‘8.Bachelor’s Degree
x others, college level (average at 2™ or 37)
Kind of Pursuit
- Arresting the wrong person, no never
- 1llegat arrest, never
- [llegal Detention, no hardiy ever
- Illegal Case of investigation, sometimes
* No data for : - Crime total
- Crime Clearance
- Completion of Cases
- Recruitment of Investigators
- Training and development in detail
- Rewards and punishment

= Job Description in.detail

* No. TV set, No Video, No CD in the working room they are very
efficient, have nothing to close, Only PC. and recording machine on the

table.




IT'

_ MUCHLIS WITH RANDALL W GASTON CHIEF OF
ANAHEIM CALIFORNIBA (ABOVE) DRGANIZATION OF
POLICE DEPARTEMENT (BELOW)
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FOLICE . APD.
 THE - ANAHEIM







JOHN FLANAGAN AND HIS PHOTO WITH
ORGANIZATION OF DETECTIVE

CAPT.
REAGEN (ABOVE)

PRESIDENT RONAILD
DIVISION (BELOW)




INTERVIEW ROOM




S5GT.GLEN HAGLER RANGE MASTER / ARMORER POLICE  FIRE ARMS
INSTRUCTOR (ABOVE) THE TRAINEE {BELOW)




~ COMPUTER CENTER OF APD . .
~GUN STORE BOX, NO WEARPONS IN THE JAIL




COUPL PATROLMAN

WHITE AND} BLACK, NICE
PRISONERS CAR (BELOW)
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