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FOREWORD

Reflecting on over twenty years of law enforcement experience and
nearly as many years of negotiation experience, I asked myself

the question, “What leads to negotiation success?” I narrowed the
answer to three principles. First, everything starts with fundamentals.
The communication techniques, stratagems and ability to “close the
deal” (problem solving) are the foundations that “pay off” in dividends
to the negotiations team. Ask football legends like Bo Schembechler
and Woody Hayes what led to success on game day, produced numer-
ous All-American players and led to National Championship Teams.
All attribute a key part of their success to the repetition of practic-
ing/mastering the fundamentals. Lou Holtz said, “Fundamentals are
everything.” Fundamentals produce results on negotiations, “game
day.”

In his first training manual, Communication in Crisis and H ostage
Negotiations, Dr. Slatkin eloquently laid out the basics of active listen-
ing skills, negotiation stratagems, analysis of personality, and training
techniques to properly master the basic skills for negotiators of all lev-
els. Experience has shown that basic fundamental skills are perishable
like firearms techniques, driving principles and other practical-based
concepts. A constant review and application of fundamentals in the
negotiation world has produced successful resolutions and competent,
skilled negotiators.

Second, constant, structured training must be focused on a specific
learning objective to challenge and reinforce the fundamental princi-
ples of negotiations. Training must be challenging, as well as varied, to
keep the interest of the team members. In Training Strategies for Crisis
and Hostage Negotiations, Dr. Slatkin has again achieved success by pre-
senting numerous training concepts geared toward the “trainer,”
supervisor or team leader responsible for team training. What sets this
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text apart from others is the wide variety of training principles and
their practical application, as well as examining what a person in cri-
sis might be thinking, feeling and doing during a critical incident.
Concepts are geared toward negotiators, and supervisors as well as
team command.

Third, is the ability to recruit, retain and lead the right people as
negotiators and negotiation supervisors. In an ever-challenging law
enforcement profession, a structured process, through background
investigation, and the ability to attract persons of integrity, dedication,
and tempered personality are crucial to the success of the team. As
important are those with credibility and leadership abilities to lead the
team during a crisis.

Dr. Slatkin’s varied experience in a clinical setting, the military, law
enforcement and corrections has given him unique credibility in both
the “art and science” of hostage negotiations. This manual is practical,
not strictly theory or solely based upon theoretical principles without
application in the “field.” He has been in the “trenches” of state peni-
tentiaries, advised law enforcement during numerous hostage/barri-
cade situations, and counseled numerous persons as a counseling psy-
chologist.

Training Strategies for Crisis and Hostage Negotiations is a unique text,
not a typical manual with a listing of scenarios. Dr. Slatkin is able to
capture the “core of human behavior” and provide a wide variety of
realistic, practical and imaginative training concepts, useful for law
enforcement and corrections personnel. For the “trainer,” negotiator,
supervisor, or academy instructor, this manual will be an invaluable
training resource. Although we can only gauge success at the conclu-
sion of each individual incident, this manual will be put to the “test”
in the classroom in order to achieve success in the field on “game day.”

Lieutenant Ryan H. Wilfong
Commander, Hostage Negotiations Team

Louisville Metro Police Department
Louisville, Kentucky
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PREFACE

T raining Strategies for Crisis and Hostage Negotiations: Scenario Writing
and Creative Variations for Role Play was written for trainers who are

tasked with providing role play, scenario-driven training that is chal-
lenging, novel, interesting, varied, and motivating. Not an easy task!
Scenarios can be written in any number of ways and role plays have
endless possible variations. If training is experienced by trainees as
boring, superficial or not challenging we need to look to ourselves. We
can learn from short story writers, for example, how to engage people
in a story—a scenario is a short story, after all!  Role play is tried and
true—“the best there is” mode for training Negotiators. By approaching
it with a creative eye, variations in the usual emerge at negotiating skill
training from a number of different directions—this makes the learning
more engaging, deeper and from multiple perspectives. 

The book observes at training plans, goals and objectives; roles 
of Trainers, scenario writing; commonly seen Subjects and realistic
guidelines for role players; creative variations for role play practice;
and, feedback and evaluation. It is the creative use of role play that is
at the heart of the book.

A.A.S.





INTRODUCTION

No one questions the value of training. There are lots of reasons
why we train and everyone can recite them in the dark; I won’t

bore you with them here. What I have encountered lately though are
groans about the sameness of the training for Negotiators, in particu-
lar. Typically (exclusively?), their training consists of running a sce-
nario in which only the names have been changed to protect the
guilty—a role play that most experienced Negotiators can do with their
eyes closed. The complaints never question the essential value of role
playing and acting-out scenarios—it simply is the best means of prepar-
ing Negotiator teams and is as close to the real thing as we can get.
What would we do without it? What would we put in its place? The
complaints I hear are that it has gotten boring! It has become tiresome
and has affected team members’ motivation on training day. They
have become more closed down and given to automatism. They just
go through the motions. 

It is my contention that Negotiator training needs to have more
challenge and variety without abandoning its two essential elements—
scenarios and a role play. My intention here is to provide some tools
for trainers—and more importantly, to stimulate their creativity. If they
renew themselves they can’t help but reenergize, reinvigorate and
remotivate those they train. Their energy and passion about the sub-
ject can’t help but affect others. 

Some police skills are best taught and learned by repetition and
drill. My focus here is on those skills that require flexibility, creativity,
verbal facility, aplomb, intuitive response, strategic thinking and gen-
uine engagement. You can drill some verbal negotiation techniques,
but you can’t drill how to put them together in a real world, life or
death dialogue under highly stressful, unpredictable circumstances—
the Subject, after all, has his or her own bent, which includes whether
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or not to engage you at all, and if so, how. As a consequence,
Negotiators must be flexible, fluent, creative, engaging, and persua-
sive. I don’t think you can drill those qualities per se, but you can con-
struct training exercises in which those skills are fostered, risked, rein-
forced, practiced, and allowed to fail or succeed—a hothouse environ-
ment. A hothouse is a place where the right temperature, light, humid-
ity, etc., creates a climate for growth. Whether it is new approaches to
the same and predictable or on-the-spot responses to the unforeseen
and off-the-wall, it is a place and time where any and all can be tried
out—opening up new solutions while developing those most desirable
qualities we seek in Negotiators.

Again, my intention here is to stimulate thought and teach new
knowledge and skills that trainers can use to become more resourceful
and creative themselves; once challenged and fired up, they will devel-
op training exercises that are innovative and challenging, but are firm-
ly grounded in reality. Improved trainee motivation, attendance,
engagement and the acquisition of new learning—with more depth and
breadth—will follow.

Apart from the obvious good feeling trainers can take away from a
well-received and effective training day, the pride of knowing their
importance in developing others, teaching has another unspoken ben-
efit and satisfaction—it is, and can be a wonderful way to organize and
test aloud the trainer’s own knowledge and understanding. It is think-
ing out loud in front of an audience. The Trainer is himself/herself
challenged to stay current, master the material and deepen his or her
own understanding. 

Teachers who are passionate about their subject, who really believe
in its value, and are creative in how they communicate it inspire them
to be better, better still, even better, always better. Trainers have to be
passionate beings, energetic and authentic—their passion for learning
and teaching, their belief in themselves and their mission, shine
through—lacking this trainers impart the erosive opposite. Trainees
need to respect their trainers, who must earn it. Passion goes a long
way in that direction. In all of the training and schooling I have gone
through over the years (professional, military, and criminal justice),
the learning experiences that were most satisfying, broadening and
memorable were those associated with a passionate, creative and
respected teacher/trainer. 

xii Training Strategies for Crisis and Hostage Negotiations



Having said that, I do not think that a passionate teacher alone is
enough, he or she is only one part of the equation. What of the student
or trainee? They must meet the trainer and the material with an open
mind and the desire to learn more—a broader and deeper learning
experience. The interaction between a passionate trainer and a moti-
vated trainee is the ideal learning encounter. 

This book is intended particularly for law enforcement crisis and
hostage negotiators—police Hostage Negotiation Teams (HNT) and
Crisis Intervention Teams (CIT). It should prove to be of value also for
officers involved in Community Oriented Policing  programs, correc-
tional officers, emergency medical personnel, and mental health prac-
titioners—anyone who deals with people in crisis. They will all find
some benefit from the skill-building practice exercises  presented here.
For those in fields other than law enforcement, who deal with the pub-
lic and rely upon their verbal skills to mediate and help resolve con-
flict, the principles and practical exercises in this book can be used
with a little cosmetic surgery to make them fit their unique settings and
circumstances. 

A unifying idea here is that role play is the medium best suited for
teaching and learning how to “play well with others” and that a chal-
lenging scenario is where it is best played out. In Training Strategies for
Crisis and Hostage Negotiations: Scenario Writing and Creative Variations for
Role Play I have attempted to add to the knowledge about constructing
scenarios that teach and challenge (more than entertain) and that make
role plays even more powerful and enlivening. While I have included
foundation material about the role of the trainer, the trainee, adult
learning and the important process of evaluation, it is the creative use
of role play that is at the heart of the book.

I have used the convention of capitalizing the first letter of the prin-
cipal relevant titles, i.e., Negotiator, Subject, Team Leader, etc., so as
to make them more readily visible in the text.

Arthur A. Slatkin, Ed.D.
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TRAINING STRATEGIES FOR CRISIS
AND HOSTAGE NEGOTIATIONS



At my first call-out I carried a memo from the Chief of Police
allowing me access to active incidents as an observer only (the
early years). The first incident I was a part of involved a jumper
on the major bridge artery that spanned the Ohio River from
Kentucky to Indiana. It was rush hour and traffic on the bridge
was halted in both directions. Police, fire and EMS responded.
As I approached the bridge, I displayed “the memo” like a badge,
and was allowed through the perimeter and up to the site of the
suicide-threatener in the superstructure above. As the Negot-
iators attempted to talk the man down with a bullhorn, I was
approached by a homicide detective in plain clothes, who, never
having seen me before, asked who I was and what I was doing
there. I showed him the memo which identified me as a psychol-
ogist. “A psychologist, huh? Can I talk to you? My ex-wife . . .”
And so, my first call-out was spent doing an on-the-scene mari-
tal and family therapy intervention. I had not even noticed that as
we talked with our backs to the others, so as not to be heard, the
Negotiators had talked the man down. Not a very auspicious
start, however, ironically, exactly one year later to the day, the
same Subject returned to the bridge and replayed the same
melodramatic scene. By this point, I had made my creds and was
able to offer some suggestions and assist in his recovery. 



Chapter 1

THE TRAINER

The role of the Trainer on a crisis and hostage negotiating team is a
key one, to state the obvious. As much or more than the Team

Leader, the Trainer sets the tone for the team by making training a
serious enterprise and demonstrating a model of professionalism by
his/her planning, organization and execution. He or she may play any
number of roles within that larger role as leader, expert, teacher, coor-
dinator, planner, facilitator, resource manager/librarian, observer/
evaluator, talent agent/developer, and liaison with other local, region-
al and national teams (municipal, state and federal). On a given day
these roles within a role may be enacted separately or, more likely,
simultaneously and in tandem. In any case, it is the trainer that makes
the difference in the depth of the team—the difference between being
just “good enough” and truly professional. Of course, the Trainer must
work compatibly with the Team Commander and Team Leader—they
must share most, if not all, of the same goals and objectives as well as
a vision for the team. 

Unfortunately, for most departments and agencies, the Trainer is
rarely full-time in that role. It is a luxury few departments or agencies
can afford. As a team assignment it is a heavy burden on top of any-
one's regular, daily duties and responsibilities (reassignment or rota-
tion should precede burnout). However, while in the role, the Trainer
must still be energetic, creative, organized, planful, expert, an engag-
ing teacher and a keen and critical observer, but most of all, a leader.
To not be so, and not do so, he or she risks undermining or even negat-
ing all that they hope to impart. The Trainer, as much as the Team
Commander and Team Leaders, sets the “tone.” 
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TRAINER AS LEADER 

The team Trainer answers to the Team Commander and Team 
Leader(s), and ultimately, to the team members, but he/she is a leader
nonetheless. Trainers lead by their performance, their use of self. They
carry themselves and carry out their charge in ways that model pro-
fessionalism. They set the tone for professionalism by providing train-
ing that engages, teaches, and encourages others to open-up to new
learning and skills acquisition, challenge themselves, question, rethink
and relearn. That is not to say that every class, every exercise, every
scenario will score a home run—an impossibility—but that training suc-
ceeds more than it fails. A tall order in itself! 

Over the years and in many varied settings, too many instructors
have negated all that was to follow by introducing the material as ques-
tionable, admitting to their lack of preparation or real knowledge of
the subject, or simply by script-reading. 

In the first HNT training I attended, the curriculum included two
days of instruction in abnormal psychology. As a psychologist, I
looked forward to that extended block of instruction and listened
intently. The instructors read from a script the material that had been
prepared for them. They were not trained psychologists, but that was
not my gripe nor their fault. My gripe was that they had not gone
through the material beforehand to be clear about definitions of words
they were to use nor had they dug into the material sufficiently to be
sure they understood it well enough themselves to teach it to others;
they had not asked questions themselves nor had they anticipated
questions others might have so that they might get answers from
someone who did know. As many times as they had taught the class,
one might have expected them to be better prepared. In class when
faced with questions they could not answer they simply faked it. They
were intellectually lazy and were not adequately prepared. No one
was well served by their bull.

Inadequate preparation shows through; the tone it sets is not likely
to encourage anyone to pay attention must less value anything that
may follow. Why should trainees value what the Trainer appears to
devalue? Trainers provide leadership by being prepared in-depth to
answer questions, defend or voice skepticism about the material (if
any), encourage thought and discussion, and by following the script
flexibly without reading it drily. Where a Trainer has not mastered the
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material he should not teach it but should instead get someone who
has more experience. Where the Trainer has not mastered the materi-
al, and cannot get an expert to teach it, he or she may present the
material as an alternative in such a way that opens it up for discussion
and opinion; questions raised in that context can then be submitted to
a competent authority for follow-up; a less than adequate way but an
honest one at least. 

Trainers, to repeat an old saw, truly “lead by example.” 

TRAINER AS EXPERT 

It should go without saying that the Trainer is someone that novices,
peers and experienced Negotiators should respect and regard for their
experience and knowledge—their “creds” and smarts. And while that
expertise may not be across the board (it can't), the Trainer should be
recognized as an expert nonetheless. Where they are expert it goes
without saying, they should allow their expertise to shine through;
where they are less than expert, they should be “expert enough” to
teach knowledgeably, recognize their limitations and freely acknowl-
edge them. Script readers need not apply! 

A dedicated Trainer should be driven by their own passion to
become expert in the art and science of negotiation by seeking out the
knowledge by reading, professional development and inquiry (ask the
experts). Real experts are always striving to become more expert—
there are degrees of expertise and “works in progress.” Of course, the
expertise that comes from actual negotiation and other police and life
experiences, and the ability to analyze and integrate the lessons
learned from them, is essential and at the center of real expertise.
“Those who can, do. Those who can, teach too.” 

TRAINER AS TEACHER 

What good is there in being an expert if you do not do something
with it, something more than just basking in the title? Imparting that
knowledge to others and inspiring them to strive for an expertise of
their own is a higher calling. (Anyone who has taught, even a single
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