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FOREWORD 

This handbook is one of a series of "prescriptive packages" being sponsored by the National 
Institute of Law Enforcement and Criminal Justice. The aim of the prescriptive packages is to 
provide criminal justice 'administrators with both background information and operational 
guidelines in selected program areas. The guides are based on available research and recent 
program experiences in various parts of the country. . 

This particular naport represents an effort to identify various police operational and 
organizational practices specifically aimed at the improvement of police / community relations. 
Site visits and personal interviews constituted the primary means of obtaining the basic in­
formation for this study, although a survey was also made of the available literature. 

The resulting handbook emphasizes the need for improved community relations being 
stressed in all major police activities. The report reviews various innovative program ex­
periences, sets forth a general strategy for improvement, and presents operational guidelines 
in th€! areas of policy administration, field operations, training, personnel procedures, and 
conflict rnanagement. 

GERALD M. CAPLAN 
Director 

National I nstitute of Law Enforcement 
and Criminal Justice 
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PREFACE 

This manual is designed for the use of police administrators and their command staffs as a 
guide for undertaking positive steps to improve th~ relationship between a police department 
and the community it serves. It should prove useful as a general orientation manual for middle 
level supervisors and line officers who plan to implement efforts similar to those discussed 
here. Personnel assigned to police-community relations units within police departments 
should also find it of interest. Hopefully, it can serve as a resource document for recruit and in­
service training programs, as well as providing information for citizens with an active interest 
in improving police-community relations. 

This manual is based on the experiences of several medium and large-size cities that have 
made substantial progress in improving police-community relations after having experienced a 
period of hostility, resentment and sporadic violence between police and community. It is 
grounded in the belief, supported by the experience of these cities, that the most effective way 
to improve the police-community relationship is to improve the quality of service provided by 
the police department and to adopt a community-oriented attitude in all aspects of depart­
mental operations. 

It is clear that even police'agencies that have wide varieties of special community relations 
programs such as band concerts, school visits, etc., will not be successful in improving the 
police-community relationship unless the department is also sensitive to the community im­
pact of its daily operations. The experiences described in this manual support the view that the 
functions most important in fulfilling the department's mission - such as patrol, criminal 
investigation and dispute settlement - are also functions that have the greatest impact on the 
police relationship with the community. 

The manual has been completed after a comprehensive review of the literature on police­
community relations and numerous field visits to selected cities to review overall programs 
and evaluate the success of specific programs. The evaluations contained herein are largely 
subjective, based on the impressions of project coordinators and participants. However, where 
available, objective measures of community response h3ve been relied upon. 

Tbe entire manual has been reviewed by a group of top police administrators who have vast 
expLerience in dealing with the problems of deteriorating police-community relationships. 
These chiefs offered many helpful suggestions; however, the authors alone assume respon­
sibility for the views contained herein. 

Our thanks for advice and counsel goes to, among others, Assistant Chief Charles Adams of 
Charlotte, North Carolina; Commissioner Robert di Grazia, Boston, Massachusetts; Chief 
Raymond Hoobler, San Diego, California; and Chief Harry Whiddon, Akron, Ohio. Special 
thanks should go to Director Clarence M. Kelley, Director, Federal Bureau of Investigation, 
(formerly Chief of Police, Kansas City, Missouri), who was particularly helpful in providing us 
with an understanding of the police improvement process. Chief Robert M. Igleburger, recently 
retired Chief of Police, Dayton, Ohio, also played an invaluable role in providing detailed 
comments on various drafts of the material. More than any other chief in the country, he 
moved toward putting into practice the principles upon which this manual is based. . 

Our special thanks to Arnold R. Rosenfeld of the Committee on Law Enforcement for hIs 
continued support. 

Assistance in research and writing was provided by Paul Estaver, Patrick Ryan, and Helen 
Gabert. The early drafts of the manuscript were edited by Mark H. Furstenbetg and Kathleen 
Rachstein MacDonald. The final Manuscript was edited by Daniel Ford. 

Finally, we wish to thank our Project Manager at the National I nstitute, Walter R. Burkhart, 
for his remarkable patience, counsel, and advice during the long period of research and 
writing. 
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1. -THE COMMUNITY RELATIONS PROGRAM 

LESSONS FROM EXPERIENCE 

BACKGROUND 

Police! community relations is an infant science. In fact, it is not a science but an imperfect 
body of knowledge and experience, based largely on two assumptions which every police of­
ficer has had the opportunity to make for himself: 

*When a police department is believed to be honest, fair, and helpful, then the task of law 
enforcement is greatly simplified. 

* A police department has a definite (although limited). ability to improve its reputation in 
the community it serves. 

Police officers have been able to draw these conclusions since the earliest days of their 
profession. Sir Robert Peel - who is generally credited with having organized the first 
professional police department - has been immortalized on both sides of the community­
relations issue. In England, Sir Robert's policemen became known with some affection as ··'the 
bobbies". In Ireland, where a substantially identical organization was imposed upon a 
population that was hostile to any kind of English authority, policemen were known as "the 
bloody Peelers." 

As an issue, then, community relations is nothing new in law enforcement. Nor is it a con­
temporary idea that a police department can take steps calculated to improve its standing in 
the community: broadly defined, such programs have been in existence for at least a 
generation. When, in the 1930's, uniformed officers visited schools to assure the children that 

, "the policeman is your friend," they were practicing police! community relations in its most 
basic form. 

It was not until the mid-1950's, however, that the concept of a formal Community Relations 
Unit began to take hold in U.S. police departments. One of the earliest units was formed in St. 
Lo~is, Missouri, about 1956. It consisted of a number of citizen committees, based in the 
precincts but coordinated by a central office; its activities included youth councils, school 
visits, cruiser tours, a speaker program, a newsletter, and other image-building efforts. Similar 
units were soon established in Chicago, San Francisco, and other cities. Some of the more 
innovative departments even began to incorporate psychology and human-relations courses in 
their police academy curricula. 

Within ten years, these units (and police departments in general) were obliged to cope with 
an unprecedented challenge. Social unrest became a fact of American life in the 1960's fueled 
by racial concerns, an unwanted war, and the affluence that permitted young people to engage 
in civil protest almost as a career. By 1968, the police response had become a matter of broed 
public concern. It attracted the attention of four Presidential and numerous local com­
missions; it was the subject of countless studies, articles, books, and speeches. As result of this 
pressure, U.S. police departments began to adopt community-relations programs on a 
wholesale basis. They established the appropriate bureaucracies, opened storefront offices to 
reach the public, trained their people in community relations, and generally tried to ac­
commodate their critics. 

Unfortun~tely, police-community relations continued to deteriorate. The critics there10re 
concluded that the police were unwilling or unable to reform. The police, for 'their part, con­
cluded that reform was useless if it neither made their work easier nor stilled the critics. 
Neither side asked the fundamental question: can a community-relations program, in itself, 
improve the climate of police! community relations? 

The typical Community Relations Unit was established in the belief that no more was 
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required of a police department than a concern about its image. The time-tested methods of 
law enforcement were to continue as before, but would become suddenly effective as a result 
of the change in public opinion. In short, community relations was to be a cosmetic endeavor, 
underta ken without reference to the larger framework of police operations. 

Five years of study and debate, beginning with the Crime Commission of 1967, did little to 
widen this concept of police! community relations. On the contrary, the commissions have 
tended to encourage the narrow view. Public attention has been directed either to the root 
causes of social unrest (matters over which the police have little control) or to the unhappy 
relationship between the police and the public (itself only a symptom of social unrest.) There 
has been little discussion between these two extremes. The role of the police in urban areas, 
the rising demand for police services, the differing expecta',ions of what those servic\:is should 
be, the need to relieve policemen of duties unrelated to law enforcement, the conflict between 
police authority and political authority ... these are among the fundamental issues in con­
temporary police work. They are also among the factors that have contributed to the decline in 
police! community relations. Yet, for the most part, they have been avoided or overlooked in 
the debate which has been prompted by that decline. 

THE STATE OF THE ART 

During the ten or twenty years of their existence, community relations programs have 
generally fallen into three categories: efforts tCi establish a dialogue between the police 
department and the community; efforts to improve the department's reputation with in­
dividuals and groups regarded as hostile to it; and efforts to supplement police training with 
new materials on human relations, race relations, sociology, and psychology. 

The Dialogue 

The earliest community relations programs concentrated an opening or improving channels 
of communication. They relied on neighborhood advisory committees, composed of residents 
who met regularly - usually once a month - with police officers assigned to the neigh­
borhood. Highly structured, coordinated by a city-wide committee, the advisory groups tended 
to follow a program carefully planned by the Community Relations Unit. Their discussions were 
usually limited to such non-controversial topics as burglary prevention, self-defense for 
women, auto theft, and the like. Moreover, to the extent that the meetings actually reduced the 
distance between police and citizens, their success was limited to the very individuals who did 
not feel alienated from the police in the first place. 

Image Enhancement 

The second kind of program - improving the police i~age - was by far the most popular of 
the community relations approaches. Intended to project the police department as caring 
about the welfare of the citizenry, it initially emphasized purely public-relations efforts. In 
Philadelphia's "Operation Handshake," for example, new policemen were assigned to visit 
high-crime neighborhoods and meet the residents. Forth Worth, St. Louis, and other police 
departments welcomed conventioneers with an information packet on their cities. The Des 
Moines department conducted a personal-safety series on the local public television station. 

Such public relations projects have since evolved into more substantial efforts to bring 
police and citizens into closer, more informal contact. Some departments in California have 
held "coffee klatchs" in private homes, where neighbors gather to watch films on residential 
burglary, for example. Even more significant are the projects which encourage officers to 
undertake a range of services not traditionally performed by police. In Dallas, police storefront 
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personnel assist une'llployed people to find jobs. Houston has hired teenagers to serve as 
sumn:ter police aides, working as tour guides, clerks, and information officers. 

Supplementary Training 

In the third type of program, police recruits and officers are given training in community 
relations issues. All the Presidential commissions recommended such training as a way of 
giving police a broader understanding of - and a greater sensitivity to - the range of human 
and social problems that confront them. Most recruit-training programs now include some 
materials on sociology, human relations, psychology, and. minority-group history. Some in­
corporate person-development techniques such as role playing. Usually the instructors are 
drawn from the police department or from another city agency - and, in the later case, their 
lectures tend to emphasize the resources which the agency can provide. 

In-service training has been much the same kind, although more use has been made of 
outside instructors. It has generally attempted to change the officers' attitudes and to increase 
their knowledge and understanding of human relations. 

A few departments haye experimented with different learning approaches. In Covina, 
California, police officers were assigned as participant observers to skid-row situations. In 
Dayton, (Ohio) and Grand Rapids, (Michigan) small groups of police and blacks have met in 
"retreats" to confront each other's view.s. Such programs, which attempt to remove learning 
from the classroom and free students from the lecture deserve wider application. 

Another kind of in-service training has been conducted by special institutes operated by 
outside organizations. The National Institute on Police and Community Relations, held an­
nually at Michigan State University from 1955 through 1969, was the best-known of these 
programs. Emphasizing structured dialogue, it was regarded highly enough to be emulated in a 
number of communities. During the years when police problems became acute, such institutes 
were very much in vogue. Their popularity has declined, as police officials knew that new 
approaches are necessary. 

EVALUATION OF PAST PROGRAMS 

A Marginal Operation 

Most community relations programs have been est~blished as a function separate from 
patrol, crime prevention, detection, and the other tradH.ional purposes of policing. Because the 
"separateness" of community relations has been emphasized, it has tended to be marginal to 
the operations of the police department. Training is an example. Most recruit curricula con­
centrate on the development of traditional police skills (baton handling, firearms use, etc.). 
Cqmmunity relations courses have been attached to the curricula as a response to outside 
pressures; they have been tailored to fit the schedules of the outside instructors; and they are 
often scattered through the curriculum. 

The treatment of community-relations training as something apart from the police 
operations is even more strikingly illustrated by the institl..'te concept. Often limited to a one­
time meeting in which police planning was minimal, the typical institute was divorced entirely 
from the police organization. Officers were sent to it - ai·signed to go through the "ordeal"­
and many Of them understnadably believed that they were being sent into t.he camp of the 
enemy. 

This characteristic of police! community relations has not been confined to training. Many 
departments encouraged the formation of neighborhood community-relations committees and 
assigned their personnel to attend them, yet the meetings avoided issues which divided the 
police from the community. The committees tended to instead deal with "safe" issues like 
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crime control and youth recreation, The basic reason for having formed them in the first place 
_ citizen hostility toward the police - has rarely been raised in the neighborhood meetings, 
much less dealt with. 

While the committees· have indeed launched programs, most of those programs were con­
cerned with the police image and selling the police to the public. Their intention was to involve 
citizens, especially in crime-control efforts or as citizen auxiliaries to the police. Seldom have 
programs been devised to question the role of the police, the effectiveness of current prac­
tices, or the extent to which police priorities reflect those of the community. 

The Crisis Atmosphere 
The typical community relations program was born in an atmosphere of crisis and has been 

maintained with commitment only as long as the crisis is remembered. In one city, in response 
to a major disorder, a special precinct council system was set up to air citizen concerns. As 
soon as the crisis subsided, the councils were abolished. 

There are numerous problems with beginning a community relations project (or any other 
kind, for that matter) in a crisis period. Major disruptions are usually the result of complex and 
deeply-rooted community problems. The emotions generated by the crisis often obscure the 
real issues; the response is generally a program to cool those emotions rather than to deal 
with the problems. A good contingency plan for responding to community emergencies is far 
more effective than imprOVising under crisis conditions. 

Lack oi Administrative Commitment 
Too often, police and other city officials have regarded community relations efforts as at­

tempts to relieve immediate pressures. Their lack of commitment has been communicated 
clearly to the ranks at which the programs must be carried out. Low budgets, a large 
proportiop of black officers, training projects divorced from the rest of the curriculum, the 
employment of civilians and other characteristics have communicated to the police depart­
ment that community relations is not a serious activity. 

As a consequence, police officers working in this specialized area have become alienated 
from the rest of the department. Too often, they are forced to compromise either their loyalty 
to the department or their standing with fellow-officers. Even if they are willing to sacrifice the 
approval of their peers and endure alienation from the department, their efforts are unlikely to 
succeed: since the police actions which caused the problems have continued, the citizens may 
simply say "The peR officers are okay, but the rest of the department isn't." 

Unclear Objectives 
Most community relations programs have suffered from cloudy objectives and little 

evaluation. To the extent that goals were defined, they tended to be cast in generalities like 
"improving the relationship between the police department and citizens", or "giving citizens a 
greatel' appreciation of the police department and increasing their willingness to cooperate in 
attaining its objectives." Rarely, if Ewer, has a department established clear goals for its 
community relations program and then attempted to measure its progress toward these goals. 
Thus it is literally impossible for the department to determine whether the program has 
succeeded. 

*** 
All of this is not to say that community relations, as practiced to date, has been an 

unqualified failure. Many programs have had some positive effect on the quality of the 
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police / community relationship. They have brought important issues to the surface and 
focus~d community and police attention upon those issues. They have obliged departments to 
concede that community attitudes toward police service are a legitimate concern of the 
department, and they have opened training programs to new subjects and issues. 

But it must be admitted that, for a variety of reasons, the community relations concept has 
been a disappointment. While !lome program elements have worked in practice, others have 
not, and police departments hav'e failed to separate the constructive approaches from those 
that are ineffective or counterproductive. 

SOME CONSTRUCTIV£ APPROACHES 

Our study of the experiences of the past ten years has suggested a number of concepts upon 
which future community relations efforts might well be based. In general, the more successful 
programs tend to fit several or all of the following categories: 

*The department that provides a high quality of police service tends to have the best police,l community 
relationship. . 

Without quality policing, special programs designed to improve the community relations can 
have only a marginal effect. If citizen calls for service are quickiy answered, if the officers 
responding exhibit a professional and sympathetic attitude toward their work, if the police 
department strives to improve both the efficiency land the effectiveness of its service ... then 
the department will lay the foundation for a positive relationship with the community. 

* The department that continually assesses the level of tension in its community is best able to respond to 
community crises and changing neighborhood concerns, 

, When police know and understand the origins of community tension and conflict, they will be 
able to avoid "crisis" responses. 

* The department with policies that control individual officer discretion, explain departmental priorities, 
and provide guidelines for achieving goals is likely to have the great~st community understanding of the 

• police role- and the least disparity between community expectations and police performance. 
Those departments having the best community relations are the ones that have involved 
citizens in the policy-making process. In any event, if a police agency has well-clrticulated 
policies, its officers will be better able to provide quality service, officer role conflict will be 
minimized, and the community will be better able to understand police activities. 

*A department with recruit and in-service training that deals with both police procedure and community 
dynamics tends to have police officers with the ability to handle crisis situations. 

Training has a clear relationship to officer performance in sensitive community areas. Since 
quality police service depends on officers who have a high degree of expertise in a wide variety 
of police performance areas, training programs shouid concentrate on skill development. Skills 
of importance include the ability to understand the dynamics of group tension and to utilize 
resources to deal effectively with these tensions. * The department that has committed itself to fair personnel practices, equal employment opportunity, 

and an open citizen-complaint :;ystem is likely to have fewer minority·group conflicts and betttll' com­
munity relations. 

There are few issues that. focus more public attention on the police agency than personnel 
practices, minority-group representation, and citizen-complaint procedure. Failure to establish 
firm administrative procedures in these areas has left many departments open to criticism 
from groups that can charge the agency with failure to respond to present-day c(mcern for 
equal rights. . 

*The department that has institutionalized a police role of crises management is best able to respond to 
community crises and intergroup tensions. 

Once a police agency has identified commun ity tensions, it must then proce ~d to resolve them. 
Because. conflict resolution is such a complex matter, the police "repertoire" of responses 
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ASTRATEGYFORIMPROVEMBNT 
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Similar alternatives are available for confronting problems more in the public view. Should 
the assessment indicate that the government is concerned about the department's en­
forcement of vice laws, for example, the department can ignore the council's concern; it can 
respond with an immediate lncrease in vice enforcement; or it can meet with the critical 
councilors to ider~tify the source of their concern, the extent of the problem and the vice-
enforcement stratl:Jgy that will satisfy these concerns. . 

Departments sl;ccessful in dealing with this type of problem have adopted an approach of 
openly seeking tu identify the basis of the problem and then designing a strategy for dealing 
witl, it. Public criticism of police operations, as reflected in the assessment process, is often 
emotional and negative. Likewise, the police response is too often one of retrenchment or 
defensiveness. This type of response only worsens the problem - escalating its emotional 
level, causing the assignment of ponce resources that could have been better used elsewhere, 
and focusing attention upon the police instead of upon the problem originally brought to light. 

A good community relations program is based on development of creative, constructive 
responses to the problems identified in the assessment process. The first step is the iden­
tificCition of primary goals. What does the administrator want the program to accomplish? 
What are the most important problems the program will have to address? How will the 
department evaluate program success? . , 

The importance of the goal-setting process cannot be understated. Many worthwhile police 
community relations efforts have been unsuccessful simply because clearly-stated goals were 
never developed. Goal-setting also provides an important tool for evaluating the department's 
progress toward an improved police community relationship. The scope of the ini~ial 
program should be sufficiently narrow to permit its effectiveness to be judg:d' at .regular ,in­

tervals. The administrator says, in effect, "I intend the department to accomplish X In Y period 
of time". Having established his initial goal, he will then be able to determine the efficacy of the 
measures undertaken. 

*Oakland undertook a very specific, problem-oriented program when it sought to reduce 
assaults on police officers through its violence-prevention program. 

*New York City was specific in its efforts to develop a program for improving the ,depart­
ment's effectiveness in handling family disputes. 

*Washington, D.C. identified a particular community relations goal when it implemented its 
firearms policy (see the appendix). 

In each instance, the goal was narrowly defined and related to one specific 'problem - quite 
different from an overall target of "improving police/ community relations". A goal of com­
munity relations improvement is meaningless unless it is perceived in the context of real 
issues. The improvement can only take place when specific problem-related activities are 
undertaken. The department must continually ask itself: "What is causing conflict between 
the police and public?" 

Based upon his assessment of community police problems, the Administrator and his 
command staff should select one or two areas for initial action. They may decide to concentrate 
on youth problems at local high schools (as New Orleans has done or they may elect to develop 
a program aimed at minority recruitment (such as the one undertaken in Dallas). The specifics 
of the problem selected are not as important as the determination that the problem is a 
significant one and affects either the ability of the police to deliver services or the environment 
in which that delivery occurs. Three major questions should be asked in goal definition: 

1. What problem do we desire to confront? 
2. What are the indicators of success by which resolution of that problem can be judged? 
For example, if the problem is antagonism between police and students when police are 

summoned to deal with school disturbances, the indicator of success might be the absence of 
school disorders. Less ideaily, the goal might be the existence of a positive relationship bet-
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ween students and police in schools. 
3. What factors bearing on the problem can be manipulated toward problem resolution? 
This question is intended to assure that success is actually possible. If the problem of school 

unrest is occasioned by rapid racial changes in the city's population, the police role is confined 
to their response; they cannot alter the basic social problem. 

PROGRAM STRUCTURE' AND ORGANIZATION 

Almost every police I community relations program has revolved around a centralized 
Community Relations Unit which undertakes specialized community relations activities. The 
rore of the centralized unit has universally been program design, program implementation, and 
liaison with community groups. 

With few exceptions, the centralized Community Relations Unit has been viewed by the rest 
of the department as having total responsibility for police I community relations. As it has 
become increasingly obvious that it is the quality of police service delivery, rather than any 
specialized program, that qetermines the state of a police I community relationship, a number 
of cities - including Kansas City (Missouri), and Dayton (Ohio) - having recently abolished 
their specialized units and moved towards placing total responsibility for police community 
relations efforts on line personnel. 
Despite its shortcomings, there are a number of reasons for the continued acceptance of a 
centralized unit concept. Most important, such a un it provides an organizational means for 
carrying out special programmatic efforts. If nobody is assigned to a task as his particular 
responsibility, it often won't be done. A specialized unit is a means of pinpointing that 

, responsibility. Moreover, such a unit is a demonstration of the department's commitment to 
improve the police community relationship, while at the same time providing the department 
with a means for focusing internal attention on community relations activities. 

These reasons have convinced a majority of police officials throughout the country that it is 
desirable to have a centralized Community Relations Unit. Our study supports this contention. 
If such a unit is to be effective, however, its duties must be clearly defined and its respon­
sibilities narrowed to those of a staff unit, not bearing any operational responsibility. 

Two major considerations should govern the formation of a Community Relations Unit: 
organizational placement and unit responsibilities. Both are important and can directly affect 
program success. 

Organizational Placement 

A unit's placement depends on the department's circumstances. Two considerations, 
however, should determine the organizational pattern: 

* Organizational placement can indicate a commitment' to the unit's activities. Obviously, a 
unit attached to the Office of the Chief will be viewed differently than one placed far down 
under a Division of Technical Services. If a police administrator is starting his Community 
Relations Unit from scratch and desires to attach initial importance to it, he may want to make 
it part of his own office and then consider moving it at a later time. This pattern has been 
followed in many cities. Frequently, organizational placement is a compromise between the 
realities of organizational structure and the demands of citizen groups, who view community 
relations as one of the department's highest priorities. 

*Organizational placement determines the responsibility for program implementation. Our 
study indicates that, when a Community Relations Unit is attached to a particular branch of 
the police department, that branch commonly ends up with the responsibility for implementing 
its programs. Thus, if a Community Relations Unit is established within the Bureau of Ad­
ministration, the new programs will be carried out for the most part by Bureau of Ad-
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ministration personnel, because other units in the department will not regard community 
relations as their responsibility. 

These observations indicate that the most effective placement of a Community Relations 
Unit is in a) the patrol "Or field operations division, or b) the office of the chief. The former 
places responsibility for program implementation on line personnel - whose actions have the 
greatest effect on police / community te!=tions. When a unit is placed in the office of the chief, 
implementation can be assured through the authority normally associated with that office. 

Unit Responsibilities 
Since a Community Relations Unit cannot, by itself, have a major impact on community 

relations it is important for its \-esponsibilities to be clearly defined. The operating respon­
sibility fo'r its programs must rest with line or field personnel if the problem of unit isolation is 
to be avoided. Accordingly, the unit's primary responsibility should be coordination, not 
program direction. The unit's coordinating aCtivities in turn should be concentrated in two 
areas: the collection and assessment of information on the present state of police community 
relations; and the planning and evaluation of special programs. 

In its coordination role, the unit should act as community relations advisor to the command 
staff. The unit should undertake a continuing assessment of the state of police/ community 
relations noting and analyzing such factors as assaults on police officers, the lise of force, , . . 
complaints against police officers, the status of major neighborhood and communIty Issues, 
and the general social and criminal trends.~. ., . - . . 

The unit should also be the repository formformatlon upon which specltlc action-oriented 
corrective programs are based. The development of problem-solving programs, and their 
implementation, must remain the responsibility of line police units. rhe Community Relations 
Unit can assist field officers in program design and implementation, but actual operations 
must be field based. It should be emphasized that the coordinating role is a difficult one. There 
is often a tendency for the Community Relations Unit to take charge of special projects and 
programs. Likewise, there is a tendency for field officers to resist the responsibility for com­
munity relations because they haven't enough time, because they see it as different from "real 
police work," and because they are not held accountable for the state of police community 
relations in their operating area. 

Line accountability for the state of the police-community relations is an area in which the 
coordinating unit can play an important role. Community relations must be made the 
responsibility of the beat officer and the Community Relations Unit can assist in this task by 
keeping detailed records on tension levels and special problems identified by beat officers. To 
accomplish this, the Community Relations Unit must develop a means by which those officers 
can transmit data to the department administration. The degree to which a beat officer ac­
curately describes the state of police / community tensions and community actions can then 
form the basis of how he will be evaluated, and of how police program resources will be 
allocated. (San Diego, California is well along in developing a model "beat profile" program.) 
The importance of beat evaluation was clearly seen during the disorders of the late 1960's, 
when riots repeatedly erupted in areas of cities having high - but unreported - levels of 
tension. 

The ability to assess community tensions is a prerequisite to problem solution. Valid data on 
the state of community dynamics can avoid the necessity for crisis response and permit 
preventive action in advance of major incidents. It should be the responsibility of the Com­
munity Relations Unit to keep this information current and to report trends and significant 
events to the chief administrator. 

Program planning and evaluation comprise the unit's important secondary responsibility. 
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Having assessed the police/ community relationship, and having identified the most serious 
problems with which the department will have to deal, the unit must devise a plan for meeting 
those problems. The steps in programming include: a) developing a concept for attacking the 
problem, b) formulating the concept into an action-oriented program, c} designing a plan for 
program implementation, and d) identifying the needed resources for program im­
plementation. Most community relations problems involve community conflicts. Programming 
to deal with these conflicts is commonly called conflict management (see Chapter Seven). 
Successful programming efforts are those which concentrate on providing line personnel with 
.constructive conflict responses. . 

This concept of programming does not eliminate the need for a community relations unit to 
undertake special programs, such as police athletic leagues, public relations campaigns, crime­
stop activities, and other generally known problem-oriented activities.*Hpwever, community 
relations efforts are most effective when they are problem-oriented, directly addressing 
specific issues of importance to line personnel. A "my friend the policeman" program may have 
a positive effect on some citizen attitudes toward the police department. 
Yet line personnel- who deal daily with alcoholics, family fights, youth-gang disturbances, and 
minority group tensions - will find the program of little immediat8 value in their work. Indeed, 

. the alienation between line and community personnel has developed largely because com­
munity relations programming has not focused on field problems. 

In its broadest sense, then, the responsibilities of the centralized Community Relations Unit 
center about continual identification of community problems that may become police issues, 
coupled with advising the department on its best response to those issues. By collecting 
salient facts on issues - as expressed through group tensions, police community conflicts, and 
related factors - the unit develops strate15Y for a departmental response. 

PROGRAM IMPLEMENTATION ISSUES . 
Even the best community relations program will not succeed if certain administrative issues 

are not dealt with throughout the design and implementation process. As bureaucracies, police 
departments have a natural tendency to resist change. The Community Relations Unit must, 
therefore, confront such important issues as the administrative commitment (or lack of it) to 
program success, staff involvement and participation, community participation, resistance 
from internal and external groups, and the impact of the new programs on normal police ac-
tivities. . 

Administrative Commitment 

The department's improvement program must have the support and commitment of its 
administrators. Programs lacking this support will not 'succeed because members of the 
organization will immediately sense that priorities are elsewhere .. 

Our study of community relations efforts throughout the country has repeatedly shown that 
a program will fail if the department's administration does not actively support the program 
and does not display a direct commitment to it. Conversely, a number of productive and 
meaningful efforts have succeeded, despite strong and external resistance, because the ad­
ministration maintained an active interest in the program, For example, the Urban Squad in 
New Orleans (Louisiana) succeeded because the superintendent of police view"ed the program 
as one of the department's top priorities and became personally involved in its planning and 
implementation. Similarly, in Oakland (California) the police chief actively supported the 

*A public relations campaign hali.a proper role in the overall community relations effort. When an organization has a 
gOQd product to sell, it need not hb"itate to engage in salesmanship. 
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development of a training program to orient recruits ~o the department and,the c~~munities it 
serves. Even though it meant the complete revamping of the department 5 tra~nlng pr?~~ss, 
the program has been v~ry successful. And in Kansas City -(Missouri) the Office, of Clvlll.an 
Complaints was able to raise public confidence in the department because the chief of police 
was deeply committed to seeing the office succeed. ,., . 

There are numerous other examples of the importance of administrative comml~ment: They 
clearly demonstrate that programs lacking administrative commitment have little, If amy 
chance of success, while those with such support enjoy at least a reasonable chance. 

Staff Participation 
No program can succeed on the basis of administrative commitment alon~, howevl~r. '~he 

degree to which the department's staff feels involved i.n ,the design ,and I~ple~entatlon 
process is another vital factor. The most notable example IS In Kansas City (Mlssour.I), where 
the chief of police formed a series of task forces throughout his department. Including mem­
bers of all ranks, these task forces addressed themselves to designated problem areas, such as 
improvement of the patrol function, personnel and training issues, and the improveme~t of 
police / community relations. They had complete freedom to analyze causes of the ~Iven 
problem, and to consider alternatives for improving performance i~ th~t area: ~~e ~fflcers 
serving on a task force were also the men responsible for impleme~tlng flel? actlvltl.es In t~at 
area of concern. The result has been a series of operational experiments aimed at Impro~lng 
the qualities of police service delivery in Kansas City. Bec~use st~ff members - and especlallr 
patrolmen - were involved in their development, these innovations have been generally we,l 

accepted in the department. 
While involvement of beat officers in the decision-making process is a radical departure from 

traditions the experiences of Kansas City, Oakland, and a number of other cities has clearly 
shown th~ wisdom of this departure. Staff involvement may require finding new or expanded 
roles for some middle and upper officials, but a failure to provide it (as shown by the rapid 
growth of the police unionization movement) will probably doom most meaningful progra.ms to 
failure. In particular, staff involvement should include those officers with the most potential for 

resisting the reforms. 

Community Participation 
As with staff involvement, participation by members of the community being served is im­

portant if the results are to be accepted. When the chief of police in ~ayton (,C?hio) was ~on­
sidering an extensive program of police improvement in 1968~ he ap~omted a cltl~en counCil to 
advise the department on program format and problem solution. ThiS step contributed greatly 
to rapport with a generally-alienated community, and to the community's acceptance of the 

department's efforts. . 
There has been a general movement throughout the country toward more responsive 

government. The decentralization concept, adopted by so many cities, is primarily ai.med ~t 
bringing government closer to the people it serves. This goal is as important to the police as It 
is to other units of government. When a police department is unwilling to consider and accept 
citizen input, it must generally resort to a public relations caf!1paign to, "sell" it~ ideas.and 
programs. Experience has shown that such efforts usually fall to convince an increaSingly 
intelligent citizenry, if they are dissatisfied with police performance. 

Overcoming Resistance 
Even with staff and citizen involvement in program planning and implementation, a police 

department must be prepared to encounter resistance. Internally, police officers may see 
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community relations programs (such as the implementation of a police firearms policy or the 
institution of a new police-complaint precess) as infringing on their rights and job security. 
Externally, segments of the community may regard new programs (such as innovative field 
operations and clearly defined policy) as police establishment efforts to co-opt the citizenry. 

Not c1t1l resistance can be eliminated, of course, but the police administrator must be willing 
to listen to criticism and to address himself to it. He should also determine whether the 
resistance is caused by the program itself or by the methods used to implement it - a 
determination that is greatly simplified when program goals have been clearly defined in the 
first place. If the criticism is directed at the goals of the prpgram, he should publicly support 
their debate; if it focuses instead on methodology, he should encourage compromise solutions 
that will make the program' more widely acceptable. 

Much departmental resistance can be reduced through communications and training. An 
internal communications program will let police officers know what is expected of them; if the 
task is a new one, training will give them the resources to comply with it. 

Impact on Traditional Activities 

The department's implementation of an improvement program frequently upsets the normal 
routine of the organization. While the program may have a high administrative priority, there 
has been a tendency for its sponsors to forget that the police organization is necessarily 
oriented toward the deiivery of services on a 24-hour-a-day basis. The emergency and semi­
emergency functions of the department must continue; when an improvement program seems 
to conflict with these duties, the implementation process may well falter. 

An improvement program cannot exist in a vacuum. The introduction of a police firearms 
policy, the development pf new personnel procedures, the implementation of community­
base~ in-service training, the large-scale assessment and response to community crises .. , all 
bear a direct relationship to the overall police role and the performance of police service, A 
firearms policy affects the way the police deal with crime; a personnel program influences the 
allocation, of police resources. To insure success, the administrator must see that his depart­
ment understands the place of the improvement program in the overall picture of policing. 

For example, the chief of police in Dallas (Texas) developed a five-year plan for department 
improvement as one means to orienting his officers to change and its effect on their daily work, 
Other means of dealing with the program's impact Include development of a program­
evaluation section within the department to monitor program clctivities (as was done in San 
Diego, California), and the implementation of an on-going, widespread publicity campaign 
about project activities. 

If the police officer on street duty regards an improvement program's effect on his primary 
police duties as negative, he will resist the implementation of that program. It is, therefore, 
imperative that the police administrator continually assess the program's impact on normal 
police activities, and that he work toward creating an environment that supports the con­
tinuous improvement of police services and the introduction of innovative methods. 

SUMMARY 

While community relations programming can be an effective tool in improving police com­
munity relatio1'1s, such efforts by themselves will have only a minor impact. It is the quality of 
police service wh ich determines that relationship; police improvement efforts, therefore, must 

, reflect a commitment toward quality service. 
The administrator who desires to improve his policel community relationship must first 

assess the state of that relationship. He must then formulate a centrallzed unit to coordinate 
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the appropriate activities. Specific programs must be undertaken by line p.ersonnel. 
Programs that improve police service delivery are the n:ost likely. to af!ect .the 

police / community relatJonship. The most important areas for action a.re policy making, field 
operations, police training, police personnel proced~res, a~d . conflict manage~ent. The 
following chapters explore these important areas, review their Impact on the police / com­
munity relationship, and suggest how police administrators can adopt successful program-

matic approaches. 

NOTES FOR CHAPTER TWO 

1 As the National Advisory Commission on Criminal Justice Standards and Goals noted, "Every ~olice ag~ncy ~~ould 
recognize the importance bilateral communications with the public and should constantly. seek to Imp:ove Its ability ~o 
determine the needs and expectations of the public, to act upon these needs and expectations, and to I~for~ the, public 
of the resulting policies developed to improve the delivery of police services (Standard 1.4, Communicating With the 

Public). 
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3.-ISS.UES IN COMMUNITY RELATIONS: 

THE MAKING OF POLICY 

DISCRETIONARY POWER 

The police enjoy great discretion in virtuatty all of their functions, ranging from management 
decisions (how to allocate resources) to operational decisions (whether to intervene in a given 
situation and what kind of action to take). Even more important, the greatest amount of 
discretion lies at the base of the structure. It is the patrolman who has the widest range of 
alternatives in handling the functions he is called upon to perform : no matter what he is 
required to do, there are always a number of met/;Jods available from which he must choose. 

One observer h"lS concluded, after comparing police operations with those of other agencies, 
that the police are "the most important decision-makers of our society. And they make more 
direct determinations in individual cases than any other class of administrators. I know of no 
close second."* 

Paradoxically, many police administrators -- citing the principle of "laws, not men" - do not 
perceive the range of alternatives available to the patrolman on the beat. That discretion is 
difficult to perceive makes it even more difficult to employ effectively. 

The existence of so much discretion among beat personnel is a critical problem for the poi ice 
administrator concerned about community relations. The actions of individual officers - often 

• invisible to their superiors and therefore unreviewable - do much to determine the 
police / community relationship. The officer who is overaggressive, who harasses individuals, 
or Who eXercises poor judgment not only harms that relationship, but does so with relative 
certainty that he will not be held accountable for his actions. Even skillful officers may net 
always behave in ways which promote a good police / community relationship. The existence of " 
so much discretion makes it difficult to manage the department. and improve community 
relations. It also shrouds many of the department's operations in unnecessary secrecy. 
,. It is impossible, of course, to eliminate discretion from the police role. Laws, rules, and 
policies cannot be written with sufficient breadth and precision to cover every situation in 
which police are required to act. The vagueness of the law, the ambiguity of the situations in 
which police intervene, the isolation of the individual officer on his beat, the difficulty of 
supervising people who work essentially alone ... these are the sources of discretionary 
power, and they rest in the very nature of the police role. 

Thus, justice cannot be served by law enforcement which attempts to eliminate judgment 
and force officers to follow rigid codes. The officer on the scene must exercise judgment and 
make decisions. Only he can make the subtle connection between what he is confronting and 
what the law requires; only he can decide whether legal force should be applied or whether 
some sanction short of the law will be more effective. Only the patrolman can consider the 
mores of the neighborhood, the mood of the people concerned, and the requirements of the 
situation. 

But neither can a police department be composed entirely of officers making autonomous 
choices based on individual whims. The result would be excessive variations in .the application 
of power, little opportunity for citizens to influence police practices, and vastly diminished 

* Davis, Kenneth Culp, Discretionary Justice, p. 222. 
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accountability. Therefore, what is needed is a recognition that the police.department functions 
as an administrative agency, like any other public agency; as such, it need!? an administrative 
rule.making process to structure, limit, and control the discretion of its employees.1 

~ 

THE ROLE OF POLICY 

Properly developed and administered, police policies can help effect the following desirable 
changes. 

Redefinition of Goals 
Policy formulation provides an opportunity for the department to redefine its role in the 

community and to assess its practices in terms of community expectations.2 Thus, the 
emerging policy statements should do morEl than enumerate rules governing officer behavior: 
they should reflect the goals and commitments of the department. The los Angeles depart­
ment recentry published portions of its newly devt:lloped manual. One of the sections, dealing 
with .community relations, contains the following provision which helps establish the overall 
goals of the department: 

Law enforcement, frequently being restrictive of individual frellLlom, brings the police into contact with 
members of the public under circumstances which have il far-reaching impact upon the lives of the af­
fected individuals. A citiz$n's encounter with the police can be a very frightening and emotionally painful 
experience, and under these circumstances, the risk of a misunderstanding is very great. The minimization 
of this risk is a challenge intrinsic in each public contact by the Department. 

The Department must strive for the establishment at a climate where an "fticer may perform his duties 
with the acceptance, understanding, and approval of the public. Additionally, the willing and practiced 
participation of the people in enforcing the law is essential for the preservation of freedom. 

Community Involvement 
Perhaps the single most damaging aspect of the absence of police policies is that it ef-

fectively isolates the community from decisions about how it is to be policed. . 
The opportunity to influence and change policies is essential, both to a democr?tlc form. of 

government and a healthy police / community rE!lationship. The absence of written policy 
precludes that opportunity. The process of policy development, on the other hand, enables the 
department to open its practices, problems, and potentials to public review. The departme~ts 
undertaking a comprehensive re-examination of their policies have provided for varymg 
degrees of community participation, but all have found openness and some public debate to be 
desirable. The los Angeles manual provides: 

Law enforcernf'nt operations in a free society must not be Shrouded in secrecy. It is necessary that there 
be full public dis,;losure of poliCies and an openness in matters of public interest. Consistent with 
protection of the 'egal rights of involved individuals and with cO.l1Sideration of the necessi~y .f?: main­
taining the confidentiality of Department records and of other primary Department responsibilities, the 
Department is to disseminate accurate and factual accounts of occurrences of public interest. Ad­
ditionally, the Department must strive to make known and accepted its objectives and policies. 

Mutual Understanding 
Along with openness should come increased understanding of what the police do and what 

problems they face. Much community resentment stems from the fact that the police do not 
seem to measure up to the crime-fighting image created by movies and television. In fact, the 
police cannot live up to that image, because it is a fragmented and unrealistic one. The police 

16 

, ~ .. . , 

role is far more complicated than that presented by the mass media, and the problems they 
face are more complex. Policy which grapples wit:' these complexities and corresponding 
dilemmas should increase public understanding. 

Any process that increases understanding in one Direction is likely to be reciprocal. Policy 
development involving both officers and community members is likely to be the most suc­
cessful in this respect. 

Unfortunately, many police officers also bel(clve, or want to believe, in the crime-fighting 
image perpetuated by the media. They are disillusioned that patrol work does not provide 
more crime-fighting opportunities, and they long to be promoted to detective rank. A thorough 
review of the police role should make it clear that the other dlrties performed by the patrolman 
are equally vital to community well-being and safety. Broader realization of this point among 
departments and beat officers should improve the police /community relationship. 

Policy-Making Authority 

Soundly formulated policy would transfer some policy-making power, now vested in street 
officers, to the department heads. Without policies governing the use of force, priority of calls, 
encounters with juveniles, field stops, and the like, each officer is able to enforce his own style 
of justice in the community. In order to increase uniformity and accountability, the cir­
cumstances under which an officer may fire warning shots, engage in a high-speed chase, or 
shoot at a fleeing juvenile should be decided at the highest levels in the department. The chief 
should, of course, consider the eX~9rience and opinions of street officers and those of the 
community. The los Angeles manual's provision on barricaded suspects helps illustrate the 
point: 

A barricaded suspect poses an extreme danger not only b officers who seek to arrest him, but to other 
persons as well. Good judgment demands that a tClctical plan be developed rather than immediately 
rushing a barricaded suspect. 

Officers should seal avenues of escape and call for assistance. Once the suspect is isolated, time is to the 
benefit of the officers, and the fuft resources of the Department are available to assist officers in removing 
the suspect from his location. To minimize the possibility of injury tOI officers and others, ap!=,opriate 
special equipment and trained personnel should be requested as need~!d. [f possible, an effr)rt shOUld be 
made to contact the suspect in an attempt to persuade him to voluntarily surrender force is used. 

Guidelines for Behavior 

Policy should spell out, with as much clarity as possible, guidelines for the exercise of 
authority. The policies can then be used to influence officers' behavior through improved 
training, effective' supervision, and clear standards for imposing sanctions or providing 
rewards.3 

Unfortunately, many situations responsible for police / community tensions are those for 
which no all-purpose formula can be devised. The proper steps to take in resolving a dinute 
between husband and wife, for example, cannot be set forth in step-by-step fashion. Simi arly, 
the appropriate action to take when confronted by juveniles on a street corner will vary ac­
cording to the size of the gathering, the time of day, the degree of blockage of the public way, 
and the extent of intimidafion to pedestrians. Good policy can, however, provide guidelines 
even to ambiguous situations: what variables to evaluate, what options are available, what 
courses of action are prohibited - or prohibited except under very specific conditions- and 
which methods are to be preferred. The Cambridge (Massachusetts) policies on family dispute 
intervention and field interrogations are among the better ones developed in -this area (see 
the appendix). 

Increased Professionalism 

When a department shapes its own rules, rather than waiting for court intervention, the 
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result may well be a more professional police response. It has often. been noted th?t ~he "?X­
clusionary rule" might never have been imposed upo~ .the. states In Mapp. v. ~hlo I! pol.ce 
departments had taken a more aggressive role in curtailing Illegal search and seizure, Instead 
of giving their officers a relatively free hand. !n U.S .. v .. Wade, the ~upre"!1e C~~rt ~ncour~g~d 
police departments to develop their own detailed policies on eyewItness IdentIfIcatIOns, wl~hln 
the limits set by the Court. Many departments, such as Wash.i~gton (D.C.), Boston 
(Massachusetts), and Kansas City (Mi'ssouri), have ado.pte.d .such poll.cles and proc~dures to 
guide their officers. The Cambridge (Massachusetts) policy IS Included In the appendix. 

*** 
Each of the proceeding items bears directly on the police I com~un.ity refa~io~s.hip. "W~at 

right do you have to do that?" is a question frequently aSk.ed or Imp'Ied by .lndlvlduals ~~th 
whom the police have contact. Helping to educate the public on pol.lce practices an~ policIes 
should relieve some of the ambiguity and tension betwe~n the police and commumty. W~"­
developed policies will define the limits of police aut.ho:lty, reveal some Of. the perp~ex!.~g 
contradictions in the police role, and increase appreclatl-::>n for ~h~ compleXIty of the polIce 
mission. Involving the public in developing or reviewing these poliCies should help even more. 

PRINCIPLES TO FOLLOW 

The following principles or specific steps have proved helpful to de~~rtment~ .in Los.Angeles 
(California), Washington (D.C.), Dayton (Ohio)~ and several other CIties - cities which have 
devoted significant effort to policy development In the last few ye~rs. .. . 

The department should acknowledge and discuss the role of dlscr~bon In pohc.e work. Such 
discussion may head off efforts to "abolish police discretion" by making the public aware that 
criminal law is too broad street situations too varied, and the patrolman's role too complex for 
discretion to be eliminated altogether. Important police decisions cannot ~e made by rate. 
They must be made in consideration of individual circumstances, altho~gh g~lde.d of ~ou::e by 
policy. The mere acknowl~dgement that police officers posses~ great discretIon IS a slgnlflca.nt 
step, and one which can facilitate community understanding .~f the department a~d ItS 
operations. Such an acknowledgement is the necessary precondition to an understanding of 
policy and its purposes. " . 

*AII policies should embody a commitment to democratic values, to the legltlma~y and ~p­
propriateness of constitutional limitations, and to the funda~ental goals of co~mumty servl.ce 
and responsiveness. Policy-making can be a tool to Improve the polrce I.co~munlty 
relationship only if these principles are kept in mind. As the American Bar Association draft 
report on The Urban Police Function noted: ... . 

In formulating an overall direction for police services and. in $~Ie~tlng appropnate l)~Jectives ~nd 
priorities for the police, communities shOUld be guided by certain prinCiples that should be Inherent In a 
democratic society: 

The highest duties of government, and th~refore th~.police, are to. saf~guard freedom, to preserve life 
and property, to protect the constitutional rights of cltlz:ns and maintain respect for the rule of law by 
proper enforcement thereof, and to preserve democratic government; . 

Implicit within this duty, the police have the responsibility for maintainin~ that deg~ee ~f public or~er 
which is consistent with freedom and Which is essential if our urban and diverse society IS to be main­
tained; 

In implementing their varied responsibilities, police must provide *ximum opportunity for arhieving 
desired social change by freely-available, lawful, and orderly means ... , 

*The Urban Police Function, American Bar Association Project on Standards for Criminal Justice, Tentative Draft, 
March, 1972, p. 74. 
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*The department should use the policy-making process as a framework in which .to examine 
or establish its basic goals and priorities. Meaningful policy - that which is truly relevant to 
operations - cannot be developed if the department adheres to narrow definitions of police 
responsibility, such as that which confines the policeman's role to crime-fighting. Effective 
policy-making must take place in an environment which recognizes the complexity of police 
work. It must raise questions about pr:iorities, and about the adequacy of its response to those 
priorities and to all other obligations inherent in policing a community. 

In this regard, Cambridge (Massachusetts) and Dayton (Ohio) have developed policies on 
such matters as handling the mentally ill, providing juveniles with counseling and social­
service referrals in Jieu of arrest, intervening in family disputes, and handling demonstrations 
and disorderly groups. Official acknowledgement of the importance of these functions should 
help raise their status within the department: thus improving performance of these functions 
and contributing to an improved police I community relationship. 

*The department should use the policy-making process to explore new roles and areas of 
service which traditionally have not been considered the business of police. Soml9 depart­
ments are experimenting .with referrals to other social agencies as a routine part of police 
work; others are providing counseling on the rights of parties involved in civil disputes; still 
others are intervening in tenant conflicts and consumer-fraud complaints. 

The departments should also explore closer relationships with other local agencies. Since 
agency policies will often interrelate, cooperation may afford additional opportUnities to 
promote police goals. The Cambridge (Massachusetts) policy on handling the mentally ill was 
worked out in close consultation with the emergenciroom and psychiatric units at the local 
hospital. Prior to development of this policy, lack of agreement on procedures and mutual 
misconceptions of role had created friction between officers and members of the hospital staff. 
While developing the policy, police-hospital relationships improved Significantly, and problems 
in implementing the policy have been minor (see appendix). In a similar effort, the Dayton 
(Ohio) department recently sent its revised draft policy on handling juveniles to the loca! 
juvenile court for comment before implementation. 

*The issues to be addressed in the policy-making process should be carefully selected, 
especially during early efforts at establishing policy in the department. Policy-makir,g should 
be recognized as complex, and its development as difficult. Often a good place to begin is with 
the ambiguities remaining after a Supreme Court decision to limit police power in some par­
ticular area; from this starting point, many departments have been successful in outlining 
concrete policies with respect to eyewitness identification, warrantless searches, search and 
seizure of automobiles, and dissemination of arrest records. As well as being useful to the 
department, helping to standardize procedures and clarify pOlicies, such efforts have the 
added attribute of persuading courts that the police are able aJ1d interested in regulating their 
own behavior. The Dayton (Ohio) policy on dissemination of arrest and conviction records is 
included in the appendix. The issues raised by court decisions are easy in comparison to 
subjects that do not lend themselves to specific procedures and concrete definition. 
Nonetheless, policy must be developed for these far more ambiguous matters. They are the 
ones which demand the most discretion, and which affect the police I community relationship 
most intenselyA Fair, practical, and well-grounded policy must be developed for such issues as 
selective enforcement, field interrogation, investigative techniques, resource use, in­
terpersonal7conflict intervention, handling the mentally ill and emotionally disturbed, dealing 
with juveniles, and social service referrals. The appendix includes several examples of policies 
in these areas. 

*The department should develop and enforce strict policy governing the use of deadly force. 
The "fleeing felon" rule has grown increasingly inappropriate in light of changed community 
values, diminished use of capital pUnishment, improved apprehension abilities, and _ most 
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significantly - greater appreciation for cultural diversity. Few ~ctions produce such an Jm: 
mediate and intense hostility toward police as the fatal s~ootlng o~ an unarmed black. 01 

Spanish-speaking juvenile suspected of breaking and entenng. In a tIme ?f cultural tensl~n, 
the police can ill afford to shoot every fleeing felon as the ~o~mDn law permIts. Rather, a pol.lcy 
should be established similar to that of. the FBI - authorIZing deadly force only to protect. lite. 

If this is seen as too drastic, another modification of the common law rule, sometIme,s 
referred to as the "vicious felon" rule, would be an improvement. This rule would per~lt 
shooting at a fleeing suspect only if it were known to be a virtual certa~nty that the suspect dId 
indeed commit a felony, such as rape, murder, aggravated assault, kIdnap. robber.y, or other 
crime likely to endanger human life. Some departments have adopted thIs rule, wIth the f~r­
ther modification that no suspect believed to be under 18 be fired upon except to protect IIf,e. 
New Orleans (Louisiana) and several other cities require that deadly fo.rce not be, used In 

apprehending felons unless the officers believe "the person whose arrest IS SOLJ~ht WIll cause 
death or serious bodily harm if his apprehension is delayed," (see the appendIx for further 
examples of use-of-force policies.). 

The department should also initiate policy governing the. use of non-dea~ly force. A: a 
minimum, it should define the steps to be taken before force 15 used, and outline a reporting 
procedure to be followed each time force has been applied or a weapon drawn. . . 

*The departments should involve beat officers in policy development. Although tradltlon~IIY 
considered a responsibility of command, policy-making most intimately affects the operatl~g 
personnel. By involving patrolmen in the formulation of policy, the department greatly in­
creases the prospect of having that policy accepted and ~beyed. Moreo~er, the patrolmen ~ave 
the most recent experience on the stneets and can contnbute current, fIrst-hand observatIons. 
Finally patrolmen involved in policy-making are exposed to views and perspectives not 
previo~sly considered, thus deepening their understanding of the job. . .. 

Dayton (Ohio) has formed several task-force panels of officers to revIew selected pollcl.es 
and maKe recommendations for revision. These units study such matters as field in­

terrogations, bomb threats, family crisis intervention, traffic ticketing, prostitution, and 
handling disorderly groups. Drafts produced by the panels are generally circulated throughout 
the department, revised, and finally sent to the chief'S office for action. ,. 

In Cambridge (Massachusetts) a task force was formed to revise the department 5 entire 
policy manual. Working with a legal and drafting consultant, and relying on a questionnaire 
circulated throughout the department, the task force produced a draft for t~e chief': con­
sideration in approximately eight months. It is widely regarded as one of the finest available. 

A department not wanting to involve line personnel to this extent might consider the ap­
proach used by the Metropolitan Police in Washington (D.C.). There, policy develop~d by the 
department's legal staff is circulated primarily to command-level personne.!, but occaSionally to 
those lower in the department. Rank-and-file review is far easier to implement than rank-and­
file involvement in policy making. The latter requires guidance from individuals with legal skills 
and broad perspective, clerical support, time away from regular duties, and the command 
staff's willingness to accept some risks. But limited experience indicates that, in the long run, 
involvement pays off. 

The department should experiment with community partiCipation in policy making. An 
initial step might be the wide spread circulation of proposed policies, together with an op­
portunity for community comment. Dayton .(Ohio) is conducting an experiment .in .... hich 
community representatives join police officers on policy development and drafting com­
mittees. Such steps do not mean that the department is surrendering its responsibility for 
making decisions. It does mean, however, command officers will have the benefit of a process 
in which pOlice representatives and their constituents work together to forge mutually ac­
ceptable policy.5 In most cases they will reach agreement. When they do not, the commanders 
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will at least have the advantage of knowing the various position before making their decisions. 
On a more limited basis, Cambridge (Massachusetts) arranged severar meetings between its 
policy task force and community grour>s, including high school students, merchants, public­
housing tenants, and minority organizations. And San Jose, (California) recently requested a 
blue-ribbon citizens' panel to examine police performance and make recommendations about 
policy changes that would improve community relations. After careful study, the panel made 
detailed recommendations regarding the iSGuance and use of weapons, citizen-complaint 
procequres, training, and other administrative maUers. 

Citizen involvement 'in policy-making has several beneficial effects on police community 
relations. First, it offers citizens an opportunity to comment on, and often to influence, im­
portant police matters. Secondly, it gives an opportunity for police officers and citizens to sit 
together in a problem-solving setting, and to explore one another's Views, The police officers 
gain a greater appreciation of Gitizen views; citiz€tns derive a better understanding of the 
complex police job. 

Subject matter for Citizen involvement must be carefully selected. Confidential procedures 
- such as use of underco,ver agents, informants, and the like - are not matters in which active 
community participation will be of value. But police handling of alcoholics, family crisis in­
tervention, release of arrest records, guidelines i'or traffic enforcement, handling disorderly 
groups, and many related subjects are appropriate for citizen involvement. In fact, so many 
subjects lend themselves to cooperative effort that the problem may be one of choosing among 
them. 

A potential problem is the determination of who shall represent the public. The experience of 
the OEO and Model Cities programs illustrates the difficulty of forming truly representative 
citizen boards. In cities where feasible neighborhood groups already exist, they should be 
contacted. In areas having no organized groups, the department, In cooperation vdth local 
leaders, will have to recruit participants. Care should be taken not to select too many un­
t~inklng critics or supporters of the police. Cam bridge (Massachusetts) selected groups which 
eIther had a history of conflict with the police or had to work with the police on a re~ular basis. 
Meetings were held by invitation in neutral territory - a local church. • 

In order to avoid difficulties, the department should make clear from the outset that citizens 
will <lct in only an advisory capacity. Ultimate responsibility for implementing department 
poricy rests in the department. 

Regardless of how deeply the department involves citizens in policy formation, it should seek 
to open other avenues of citizen participation. These could inClude publishing drafts on policy 
in neWspa~lers, Circulating them to community grcups, sponsoring discussions and hearings. 
meeting in open sefision with the City Council, and appearing on talk shows and news 
programs. 

The department should make every attempt to respond to legitimate suggestions and 
criticism, by reassessing its plans and making the appropriate alterations. Although this mckes 
planning somewhat slower and more difficult, it has an enormous impact on police I com­
munity relations. 

*The department must circulate policy to its members in a form which ma!<es it useful, 
comprehensible, and credible.6 Police policy, no matter how skillfully developed, is of no value 
unless understood by the members of the department. Police officers receive great amounts of 
paper; the new policy will not be effective unless they understand that it IS operational in­
struction, that both supervisors and officers will be held accountable for its implementation. 
and that it is built into the system for evaluating performance. 

Cambridge (Massachusetts) has taken several steps to insure that officers become familiar 
with department policy. Each officer receiVes a copy of the policy manual in loose-leaf notebook 
form (to permit updating). He also receives a smaller, pocket-sized version which he is en-
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couraged to keep with him while on duty. Shortly after the manual was introduced, a forty­
hour, in-service tra'ining program - designed to explain its content, its philosophy, and the way 
it should be used - was provided for all officers on the force, As an added incentive for 
referring to the manual, Doth editions incfude sections on employee rights and benefits, the 
rather complicated state retirement system, civil service protections and appeal rights, 'and 
contract provisions. 

Manuals can be used during recruit and in-service training, with alternative versions of 
policy used to stimUlate discussion about methods and styles of policing. They can also be 
incorporated into promotional examinations or other measures of supervisory potential. In 
particulClr, performance Iwaluations should consider how closely the officer observes 
departmental policy. 

*The department should use the policy-making process to eliminate petty rules. Many 
current manuals contain obsolete rules concerning dress, hair, or other matters of professional 
appearance that can be used to harass police officers. Policy should be confined instead to 
important issues in the operation of the department and the exercise of police authority. By 
elimmating trivial detail, much of it resented by patrolmen, the department will encourage 
rank-and-file acceptance of policy, 

*The department should take advarrt~ge of thG policy-making experience of other cities. This 
does not imply that policy manu,als should b{~ adopted in their entirety, Policy requirements 
differ among cities just as they do among neight>.c!rhoods. But neither is it necessary for a 
department to begin anew. Excellent, up-to-date manuals are being written in Washington 
(D.C.), Dayton (Ohio), Cambridge (Massar,i1usetts), and other cities, and can well be used as a 
starting point for departments interested in launching the policy-making process. The Project 
on Law Enforcement Policy and Rulemaking at the Arizona State University College of Law, 
(Tempe, Arizona 85281) is one very successful attempt to centralize the drafting of policy for a 
number of client departments. The Project has developed draft policies on hot-pursuit driving, 
eyewitness identification, dissemination of arrest and conviction records, search and seizure of 
motor vehicles, and searches of persons and places without warrants. The quality of these 
drafts is excellent. 

*The department should adopt a process of regular, automatic policy review so that out­
dated, inappropriate policy is eliminated or replaced . .one method of achieving this goal is the 
formation of a standing committee of patrolmen who meet regularly - perhaps monthly - to 
review policy and to receive pelicy-related complaints from the community and the depart­
ment it5elf. 

SUMMARY 

Police / community relations will suffer when a department does not acknowledge the extent 
of the discretionary power exercised by its officers. This problem may be relieved by well­
developed and well-articulated policy on matters vital to the operation of the department. In 
order to increase the effectiveness of the policy, and to increase departmental and community 
acceptance of it, a great degree of openness is desirable in its formulation. Policy should be 
regarded as a disciplinary, supervisory, and training device. Further, it should foster the 
professionalism required for a sound police / community relationship. 

NOTES FOR CHAPTER THREE 

1 The National Advisory Commission on Criminal Justice Standards and Goals touched on this when they noted, "Every 
police chief eX'ilcutive should immediately establish and disseminate to the public and every agency employee written 
policy which acknowledges that police effectiveness depends upon public approval and acceptance of police authority" 
(Standard 1.2, Limits of Authority). 
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2 Standard ~,~, T~e Police Fu~ction, stat~s, "Eve~y police chief executive should immediately develop written policy 
ba~ed ,on policies?, ~h.e gove;nmg. bod~ which prOVides formal authority for the police function and should set forth the 
objectives and Prlo:'t,es which Will gUide the agency's delivery of police services. Agency policy shoUld articulate the 
role .of the agency m the prot~ction of c?nst.itutional guarantees; the enforcement of the law; and the provision of 
services necessary to reduce Crime, to mamtam public order, and to respond to the needs of the community." 

3 ~he Nati,onal Advisory Commis~io~ on Criminal Justice Standards and Goals states the need for policy defining the 
police role '~ Standa~d 8.1, Estab.llshmg the Role of the Patrol Officer: "Every police chief executive should immediately 
de.ve~o? written poliCY that defme~ the role of the patrol officer and should establish operational objectives and 
priorities that reflect the most effective Use of the patrol officer in reducing crime." 

4 The necessity for public acceptance of the police authority is stated in Stan~ard 1.2, quoted above in Note 2. 

5 See Standard 1.2, quoted above. 

6 ~ sound comprehen~ion by, police of their role is stressed in Standard 1.?, Police Understanding of Their Role: "Every 
police agency shOUld Immediately take steps to ensure that every officer has an understanding of his role and an 
awareness of the cultural uniqueness of the community where he works." 
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4. -ISSUES IN COMMUNITY RELATIONS: 

FIELD OPERATIONS 

THE ROLE OF FIELD OPERATIONS 

The police have nearly all of their contact with citizens thro.ughpatrol o~eration~, a~d. t~e 
bulk of their resources are devoted to that function. The police I communIty relationship IS 
made on the streets - it is made by officers on patrol. Consequently, the police administrator 
who wants to improve community relations must take a hard look at his patrol procedures and 
activities. . . 

Good patrol work is community service. Most police-citizen contact in i~itiated by the .cltlzen, 
and thus provides the officer an opportunity to be of service to someone In the community. The 
citizen's expectations are often complex and even unfathomable: he may have. fears about an , 
intruder, and thus needs to have his fears allayed; he may be angry at the nOise, of t~e p~rty 
next door, and thus wants redress; he may be fre;icic with bullies who ha~e beaten hIs Chl!d, 
and thus feels a need for legal revenge. By using good judgment, by showing concern, and oy 
<:!ttempting to provide service, the patrolman can lay the foundation of a good police I c?m­
munity relationship. The officer must understand t~at although t~e call ~ay not be. ~speclallY 
exciting or unusual, it is likely to represent a significant event In the life of the cItizen. Th~ 
patrolman will undermine community relations if he belittles the importance of that request, If 
he is belligerent, or if he treats the citizen's claim for service with less than full concern.. . 

If this were the full extent of police service, it would be relatively easy to maintain 
satisfactory police community relations. In many contacts with citizens, however, police are 
asked to arbitrate between conflicting claims and to take action on one side or the other. There 
may be differences about what happened and what ought to be done. The offic~r mu~t 
negotiate, arbitrate, and somehow satisfy all parties to the dispute that he has acted In a fair 
and equitable manner. In such situations, difficult as they are, the patrolmen frequently has 
been asked to intervene. In ather instances - such as field interrogation or stop and frisk 
situations - an officer is intervening where his presence is not desired. Especially in the case 
of a "victimless crime," the police officer may find the legitimacy of his presence vigorously 
questioned. ,.' , 

If the department is to enjoy good community relations, Its offlc~r: must be sensitive t~ ~he 
impact their actions will have onthe neighborhood they serve. ThiS IS a matter of supervIsion 
and of training. It is also a matter of the department's willingness to hold officers accountable 
for their actions. A fundamental reason for the strain in police / community relations appears 
to be departmental failure to adopt a community policing orientation. Citizen attitudes.are too 
often considered unimportant to police policy makers - in fact, those attitudes may be 
dismissed as irrelevant to the "professional" decisions'that police administrators must make. 
Cri'dcism is frequently rejected out-ot-hand as resulting from "anti-police': bias. And, all t.oo 
often, patrol activities are evaluat~d in terms of arrest figures and crime :ates.: tactl~s 
initiated to reduce crime may be measured only by their short-term effects, Ignoring theIr 
impact on police/ community relations. 

This disregard for community opinion is often most acute in those high-crime, low-income 
areas of the city where many members of minority groups reside. Too many departments make 
a practice of assigning their worst officers to these areas as a kind of "punishment dut~." 
Unfortunately, this practice also punishes the community segments most In need of effective 
police services, and greatly aggravates the police I community relations~ip. 

A community-oriented approach to policing is not a simple matter. It requires measurements 

24 

which do not now exist-measurements which will reflect the community's opinions about the 
quality and sensitivity of police service. It also requires an ability to satisfy, insofar as possible, 
citizen expectations that may vary from area to area.l 

ESTABLISHING A POSITIVE RELATIONSHIP 

Accountability and Responsibility 
* Patrol oUicers and supervisors should be evaluated in part by how well they develop'the 
confidence of the community. This is especially important in those sections which, historically, 
have had poor relations with the department. Many departments have taken steps in recent 
years to ensure that community-oriented measures of effectiveness are included in the 
evaluation process. In Baltimore (Maryland), for example, interviews are conducted with 
citizens who recently have had contact with the police. The citizens - who are selected 011 a 
random basis - are asked how well the police officers served them. Other departments, 
ranging from Simi VaHey (California) to Holyoke (Massachusetts), are likewise giving more 
consideration to community reactions to specific patrol tactics. The methods include neigh­
borhood meetings, "rap sessions," and the monitoring of citizen complaints and com­
mendations. 

Where feasible, patrol officers should be permanently assigned to a particular area of the 
community and (with their supervisors) should be given prime responsibility for all police 
functions in that area, Accountability is the essence of a sound delegation of authority. It is also 
a means of encouraging positive police performance. Most "team policing" experiments in 
recent years have relied heavily on this prinCiple of geographic accountability. In Holyoke 
(Massachusetts), New Orleans (Louisiana), Dayton and Cincinnati (Ohio). Los Angeles 

• (California), and New York City, officers have been assigned to particular areas and given 
responsibility for both the quality of policing and for community relations in those areas. The 
actual level of responsibility, of course, varies significantly. Smaller communities like Holyoke 
and Dayton have been able to place most of the responsibility on patrol officers, whereas New 
York and Los Angeles havfa continued to relyon more centralized authority. 

The Role of the Patrol Officer 
The' patrol officer must accept direct responsibifityfor providing services in ways that im­

prove the police / community relationship. He can be guided in this task by positive super­
vision and various modifications in his duties. For example, permitting the patrol officer to 
conduct investigations increases both his status and his responsibility.2 When investigation is 
separated from patrol, the beat officer tends to see himself as a small cog in the police 
bureaucracy, rather than as a professional responsible for solving the problems of clients. 
Expanding his investigative responsibilities gives him an added opportunity to provide service 
that can lead to improved police / community relations. Such a step also gives citizens the 
feeling that the officer on patrol is not merely performing a perfunctory role. 

Dayton, Holyoke, Cincinnati, and New Orleans have had varying degrees of success in 
transferring broader investigative respom;ibility to the patrol officer. Each has tried to expand 
the patrolmen's duties by permitting him to follow up the preliminary investigations of crime 
occurring within his district. The officer is generally given broad discretion regarding when and 
how specialized units (such as detectives) will be called into these investigations. In the case 
of homicides, serious assaults, or other particularly serious or complicated matters', it has been 
agreed that technical experts should be involved from the beginning. A successful program of 
this type generally requires some additional ~raining for the patrol officer in investigative 
techniques, Constitutional limitations, and related matters. Manpower scheduling must also 
be designed to provide the officer with sufficient time to complete his follow-up investigations. 
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Where workloads are heavy, the officer will have to be equally imaginative in scheduling patrol 
activities, in order to maximize use of the available time. This has been a significant problem, 
particularly in Dayton, where fiscal austerity has reduced the size of the department at a time 
when calls for service hace increased substantially. Despite such problems and some in­
creased costs, practically all of the departments are sufficiently satisfied with progress to 
continue the team-policing effort. In fact, some communities, including Cincinnati and Holyoke, 
are now expanding their programs.* After a two-year trial in a single patrol sector, Holyoke is 
now converting its entire department to the model of geographic accountability and unified 
investigative and patrol functions. Dayton is planning a similar move. 

Neighborhood Identification 

Patrol sectors should be based on definable neighborhood boundaries, and a given neigh­
borhood should not be split into more than one patrol sector. One of the advantages of 
geographically-organized patrol is the officer's ability to take account of varying needs and 
desires in different areas of the city. Such differences often follow neighborhood Iines.3 The 
New Orleans Urban Squad, for example, patrols two large housing projects whicb form distinct 
communities. Similarly, the Holyoke experiment began in a well-defined, low-income area with 
a substantial number of Spanish-speaking residents. The area is separated from the rest of the 
city by a canal and an industrial section. In Dayton, the original team-policing area involved a 
more diverse neighborhood, but the residents viewed it as a distinct community; it was 
bounded by a river and a highway, called by a single name, and represented by several com­
munity organizations. 

Advisory Councils 

The departments should encourage the establishment of neighborhood or community 
councils composed of community leaders willing to meet regularly with members of the patrol 
unit. Membership on the advisory council might be by invitation or even by community elec­
tion. Neither method provides a foolproof way of obtaining citizens who will represent 
viewpoints other than their own, or of selecting individuals genuinely interested in police 
problems. Consequently, an effort must be made to strike a balance of viewpoints and to find 
people willing to meet and work on community problems. Tile function of neighborhood 
councils is to explore community problems, needs, and priorities, as well as departmental 
strengths and inadequacies. The goal is to improve police services and increase community­
police cooperation. The coun,cils should receive departmental support, perhaps including part­
time clerical assistance, a telephone-answering service with a highly publicized number, and 
some compensation for council members. The police officers, of course, should be able to carry 
out council-related business as part of their o1ficial duties. The programs previously cited have 
all included neighborhood meetings or advisory councils. Even departments that have not 
made major revisions in the patrol function have found neighborhood advisory councils to be 
helpful. Miami (Florida) recently initiated a major effort in this regard, and other cities, such as 
Cambridge (Massachusetts), have begun small-scale programs utilizing n('ighborhood ad­
visory committees. It is important tllat the officers responsible for policing a neighborhood be a 
part of the neighborhood council. Their attendance at meetings should be encouraged, since 
this will contribute to increased communication and understanding. This tactic has been used 
with considerable success in Cambridge, where officers assigned to the Riverside-

* There has been a good deal of experimentation in the kind of training introduced and in the approach to such iSilues 
as manpower scheduling. Dayton has relied on an extensive formal training pl'ogram, while New York and Cincinnati 
have used a more informal "group process" approach. Cincinnati has turned over all manpower scheduling respon, 
sibilities (within the experimental patrol district) to the sergeant on the beat. Other departments, not having gone quite 
so far, have greatly expanded the discretion of the local units. 
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Cambridgeport area regularly attend community meetings. Their willingness to become in­
volved.in community affairs has resulted in reduced community tensions. 

To be successful, the department must be sincere in its desire to involve the community. It 
must communicate this desire, it must be willing to commit adequate resources, and it must 
cjearly set forth the limitations of committee authority. Perhaps no f.actor contribut(~s more to 
the demise of such committees - or to a deterioration of both police and community attitudes 
- as misunderstandings about the advisory group's authority. I'n one large city, a community 
relations project was virtually destroyed because it became embroiled in the issue' of com­
munity control. Members of the advisory committee demanded more power than the depart­
me'nt was prepared to relinquish, and much bitter feeling "resulted. The need for advance 
planning and a clear and early communication of project aims and limitations is paramount. 

Most departments have insisted that such committees have an advisory fUnction only. Quite 
understandably they have been unwilling to turn importa,nt management functions, patrol 
aSSignments, transfers, and complaint reviews over to an untested neighborhood panel. 
Generally, these efforts have had better results than those in departments where the role of 
such committees has been intentionally or unintentionally vague. At least one department, 
however, has given the committee veto power over the assignment of a team-policing District 
Commander, and has suffered no apparent harm from that decision. Dayton (Ohio) decided 
that if its team-policing program were to work, the District Commander would have to have full 
community support. The Chief of Police nominated a well-respected lieutenant; the advisory 
council was impressed with the officer and backed him unanimously. Careful planning by the 
department (and a shrewd assessment of the feeling of the council) thus resulted in a major 
advancement in confidence between the department and the community. 

Police Auxiliaries 

A number of police departments have developed volunteer police auxiliary units to alleviate 
problems of inadequate manpower. A useful variation of this approach is being tested in 
Dayton, where a large and enthusiastic auxiliary program has organized volunteers into neigh­
borhood teams. An individual can belong only to the auxiliary unit within his own neigh­
borhood, and can patrol only in that neighborhood. This arrangement has facilitated com­
munity acceptance of the program, and has helped screen out volunteers whose motives might 
be questionable. 

Open Community Meeting 

Patrol officers and advisory councils should schedule regular public meetings with prepared 
agendas and time for general discussion. In this way, viewpoints not represented in council 
meetings are likely to be heard. Several departments, including those in Los A:1geles and 
Cincinnati, have experienced success with this type of program. Care should be taken th'at 
community needs and priorities are reflected in the agenda, and that such meetings are not 
used exclusively for pre-packaged departmental presentations.4 

Task-Oriented Patrol 

,During periods when officers do not have a heavy service-call demand and are primarily on 
preventive patrol, they might well undertake specific tasks such as contacting troubled 
families or talking with tenant groups, landlord merchants, and others. Crime prevention, the 
adequacy of alarm systems and locks, fears or concerns about particular crimes ... are all 
appropriate subjects. Patrolmen should be encouraged to develop specialties, and depart· 
ments should provide opportunities for training and proper application of skills. A few 
departments have experimented with this task-oriented form of patrolling, although none has 
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reported any significant success. In at least one department, the program faltered du~ to a.'ac~ 
of supervisory leadership. However, almost a/l departments report that some of thel~ officers 
become bored with long, periods of inactivity and seek additional special tasks. Often, such 
officers are remarkablY successful in creating new opportunities for contact between police 
and the community. During his regular tour of duty, for example, one patrolman in Randolph 
(Massachusetts) developed and implemented an entire community relations 'prog~am, in­
cluding classroom visits and speaking engagements. Every department should Identify such 
officers and encourage their initiative. In Novato, California, different patrol officers spend 
their lunch hour each week in the community's junior and senior high schools. Advance 
publicity, an informal setting, cooperative officers and growing student enthusiasm have made 
the program a success. 

Crime prevention offers one of the most promising areas for such special endeavors. The 
service may be provided on a centralized basis, but - in order to maximize the community 
relations benefits - it should rest largely with the regular neighborhood patrol officers. 

Ride-Along Programs 
Patrol officers and advisory councils should encourage public participation in "ride-along" 

programs so that citizens may observe the complexiti~s of police work. Offi~e.rs shoul? make a 
special point of inviting hostile or critical community members to partIcIpate. RIde-along 
programs have been said to be of limited value, primarily because of lack of community par­
ticipation. The failures, however, appear to be largely related to lack of preparation or follow­
through: departments that have made a concerted effort to encourage participation have 
found ride-along programs to be worthwhile. Public response in Washington (D.C.), Syracuse 
(New York), Menlo Park (California), Montgomery County (Maryland), Cambridge 
(Massachusetts), and many other communities has been very encouraging. Menlo Park,for 
example, has concentrated on involving young blacks in its program, and has found that 
participation is greater when groups of three juveniles ride in a single patrol car. This is 
probably because they are more comfortable with friends in an alien environment, and 
because they feel less likely to be mistaken for informers or arrested suspects. Another 
technique under consideration by a number of departments is linking the ride-along program 
to the social studies curriculum of the local junior high or high school. Novato (California) 
routinely asks participants in its ride-along program to evaluate the experience, the officer 
they rode with, and the department as a whole. Several improvements in operations have 
resulted from the response. 

The Patrol Officer as Referral Agent 
Officers should not neglect community services in the belief that the police function is 

restricted to crime control. The community supports the operation of the department twenty­
four hours a day; it is entitled to whatever services the department can reasonably render 
during that time. These include order-maintenance or conflict-management duties, provision 
of certain emergency services, and other specialized government tasks. (A service-oriented 
patrol force may also increase its impact on crime. by stimulating community cooperation and 
participation in general police activities.) 

San Diego (California) is planning to assign officers to develop profiles of the neighborhood 
they police. The pro'files will include the social services and other resources available to the 
community, the pe'cterns of crime and calls for service, and identification of community leaders 
and block representatives. This information will be gathered from census and other data, and 
by meeting with individuals and groups on a block-by-block basis. The information will be used 
to enable the officers to make better use of the formal and informal community resources 
available to help them. Patrol officers should be aware oftne social services available in their 
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communities, and, after dealing with the immediate situation, should refer persons in need of 
assistance to the appropriate agency. This has been done with some success in New York City 
as part of a special family crisis-intervention project. Other departments have developed 
formal and informal relationships with social service agencies and have encouraged their 
officers to make referrals to them. Officers should also be aware of the rights of individuals in 
domestic disputes, landlord-tenant conflicts, consumer-fraud complaints, and other civil 
situations. Rights and procedures may then be explained to the disputants. In some situations 
patrol officers may take an even more active role; Oakland (California) has had highly 
favorable response to its Landlord-Tenant Complaint Program, and has recently expanded the 
program because of its popularity, especially among low-income residents. The department 
receives many calls each day from persons inquiring about their rights. The dispatch officer or 
an officer working in the Conflict Management Bureau explains the relevant sections of 
California law, and advises the caller to consult an attorney for any legal action. When a dispute 
cannot be simply resolved, officers may arbitrate or otherwise help to move the conflict out of 
the street and into the courtroom or to the negotiating table. 

The Patrol Officer as Mediator 

Patrol officers must learn conflict-management teChniques that will defuse hostility. Officers 
are often thrust into a controversy by opposing interest groups. Downtown merchants may 
want the police to force juveniles off the sidewalks in front of th&l( premises, while the 
juveniles complain that they have no other meeting place. Patrol officers should encourage 
negotiation in such circumstances, rather than rely exclusively on the coercive power of the 
police. Some of the techniques that may prove useful are open meetings, negotiation, or ar­
bitration before a citizens advisory council, and a careful explanation of the patrol officers' role. 

, Further suggestions are enumerated in Chapter Seven. 

Field Interrogation 

The department with the active participation of patrol officers and community represeh' 
tatives, should re-evaluate field interrogation policies and other police-initiated citizen \.~on­
tacts. The benefits of widespread field interrogation must be weighed against the negative 
community reactions. Patrol officers should be instructed to use the technique only after 
careful consideration of alternative methods, such as continued surveillance. Under no dr­
cumstances should fi,eld interrogation tec.hniques be employed as a means of haras~ing 
"known criminals" or other groups or individuals regarded as deviant. Field interrc;gation 
probably should be used only in specific instances of reported or suspected crime or in 
response to particularly suspicious behavior. Supervisors should monitor field interrt'gation 
practices and ensure that their officers conduct the necessary interrogations cOLirteou~,ly and 
efficiently. Finally, the officers should provide all individuals they interrogate with cards 
bearing their name and badge number. 

The value of field interrogation in crime control is in doubt, especially when the interrogation 
in crime control is in doubt, especially when the interrogation is not directed at specific 
reported or suspected crime but is for general information gathering purposes. There may be 
instances when it is necessary to increase field interrogation to meet a particularly serious 
crime problem or to allay citizen fears. Before doing so, however, the department should 
discuss the situation with community representatives and explain why the practice is to be 
employed. At least one department has successfully taken this approach. If wanted a great 
increase in field stops in a predominantly black se'ction of the city; a meeting with community 
leaders was held to explain the growing crime problem, and those in attendance then toured 
the area in patrol cars while the officers explained their field interrogation techniques. The 
meeting then reconvened at police headquarters. The meeting did not result in unanimous 
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support for the program, but It did develop substantial support for the program, g~eater un­
derstanding, and increased respect for the police. San Diego (California) has launched a major 

, experiment to test the ~usefulness of field interrogation as a crime-fighting technique. The 
department plans to stop all field interrogations in one section of the city, while substantially 
increasing the number of stops in another. section. Controls have been devised to ensure that 
constitutional rights will not be violated. By comparing the results in these two sectors and in a 
control sector, the department should be able to measure the effect of field stops - both on 
crime and on community relations. 

Sensitivity to Crowd Dynamics 

Patrol officers and supervisors should be sensitive to the risk of attracting large crowds at 
incidents. One of the primary sources for such gatherings is the assembly of several police cars 
in a particular area. Efforts should be made to remove superfluous .police cars as quickly as 
possible, since nothing dissipates a crowd quite as effectively as eliminating the attraction. The 
gathering of crowds frequently results in bitter and destructive police-citizen encounters. 
Members of the crowd are likely to be agitated, and officers will understandably be concerned 
about physical danger and problems of interference. Consequently, early removal of the at­
traction and rapid return to a normal situation are extremely important. The department 
should also establish - and supervisors enforce - strict guidelines regarding the use of 
sirens, flashers, and high-speed driving. Use of these emergency techniques must be kept to 
an absolute minimum. Abuse of them can endanger police and public safety, provoke fear, and 
attract unnecessary attention to police activities. Washington (D.C.) has developed a useful 
policy statement on hot-pursuit driving (see the appendix). 

Personnel Assignments 

Personnel assignments should take the potential community relations impact into account. 
Officers who have difficulty controlling their emotions, who cannot endure verbal abuse, or 
who exhibit strong racial or class bias should not be assigned to sectors where the community 
relationship is tense or deteriorating. They should be placed in less sensitive sectors, removed 
from the street, or (if their problems are serious enough), removed from the department. At 
times individuals in a community will become especially hostile toward a particular patrol 
office~. This is usually a response to the officer's inability to handle personal relationships, 
although it may simply reflect animosity toward an authority figure. If the hostility persists, the 
department should transfer the officer, since he is not able to perform his general assignment 
satisfactorily. This is not a surrender to unreasonable community demands; it is an ap­
propriate response to a serious personnel and patrol problem. 

Mobility of Mant)ower 

The department should experiment with new methods for transporting patrol personnel. 
Most rely on the basic one-or-two-man radio car for patrol purposes, perhaps with some 
walking beats in commercial or business districts. For a number of years, increased use of 
walking beats has been a standard proposal for encouraging better community contact. 
Although the principle is sound, the restricted mobility and limited coverage of a foot 
patrolman presents a number of disadvantages. Baltimore (Maryland) has developed an in­
teresting compromise with the use of five-speed bicycles in selected areas. Mobility is in­
creased, and contact with citizens is not significantly restricted. Berkeley (California) and 
Baltimore have also found bicycle patrol an effective burglary-prevention technique. It permits 
silent patrol down alleys, along narrow or one-way streets, and into other areas not easily 
accessible to motor patrol. Another technique being tried by some departments is the 
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assignment of one of the officers in a two-man car to a' walking beat for at least part of his tour 
of du,!y. This increased flexibility permits greater mobility, as well as back-up support in case of 
an emergency. 

SUMMARY 

The suggested decentralization of administration need not constitute an abdication of 
command control or responsibility. In fact, by decentralizing operations and increasing ac­
countability, top command should be able to improve overall departmental contra/. Depart­
mental leadership must be attentive to patrol develop~<mts however, ~lnd, must ensure that 
innovative practices remain within the scope of the department. Before major programs or 
changes are begun in a patrol sector, they should be thoroughly discussed with top command. 
Advisory committees can and should remain advisory - unless, as in Dayton, a decision is 
made to realign the power structure. Soma departments may believe that their manpower is 
inadequate or their overtime funds too scarce to permit officers to assume extra community 
duties. Each department must assess its own ability to handle such activities without cost 
increases. Beyond that, if must decide how much the police / community relationship is worth. 
In many departments, manpower resources could be allocated more efficiently. Ex­
cessive use of two-man cars, superfluous patrol coverage between 2 a.m. and 8 a.m., un­
necessary use of patrolmen as clerk-typists and dispatchers, and other similar practices may 
contribute to inefficient manpower allocation. With good management and planning, it is 
possible that ample time can be found for community-related activities. Some overtime will 
probably be necessary, and imaginative use of available funds can provide rewards and in­
centives to those officers demonstrating a commitment to improved police I community 
relations. The "pay incentive" system is one of the most successful aspects of New Orleans' 
Urban Squad program. The rewards are such that officers are careful to retain the community­
oriented spiritof the effort, so as not to jeopardize their involvement in the program. 

The recommendations made in this chapter range from relatively minor matters to some 
which would require a basic reorganization of preventive patrol. All are aimed at improved 
police / community relations, and all seek to complement a basic goal of the patrol force: 
improved patrol accountability and capability. The techniques set forth have been 
operationally tested in a number of cities. The department wishing to improve relationships 
between its patrol force and the community should at least experiment with some of these 
measures. Without a willingness to innovate, chances for improvement and ultimate success 
will no doubt qe limited. 

NOTES FOR CHAPTER FOUR 

1 The National Advisory Commission on Criminal Justice Standards and Goals focuses on public approval of police 
service in Standard 1.2, limits of Authority: "Every police chief executive should immediately establish and disseminate 
to the public and every agency employee written policy which acknowledges that police effectiveness depends upon 
public approval and acceptance of police authority." 

2 The advantages of patrol officer investigation are stated in Standard 9.7, Criminal Investigation: "Every police 
agency should immediately provide for patrol officers to conduct thorough preliminary investigations and should 
establish in writing priorities to enSUre that investigative efforts are spent in a manner which will best achieve 
organizational goals." 

3 Standard 3.1, Crime Problem Identification and Resource Development, calls for the identificatlon of localized crime 
problems: "Every police agency should ensure that patrolmen and members of the public are brought together to solve 
crime problems on a local basis. Police agencies with more than 75 personnel should immediately adopt a program to 
ensure joint participation in crime problem identification." 

4 See Standard 3.1. quoted above. 
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5. -ISSUES IN COM/v\UNITY RELATIONS: 

POLICE TRAINING 

THE TRAINING ROLE 

The delivery of quality police service requires that officers be highly skilled in a wide variety 
of tasks. This chapter presents an overview of past training approaches, identifies those 
training concepts which bear most directly on community relations, and summarizes some 
creative and effective training approaches recently adopted by a number of departments. 

The Basic Training Formats 

Previous efforts at community relations training can be categorized in three general areas: 
*Attitude-change training. The most common approach, attitude-change training, attempts 

to recast officers' prejudicial attitudes - generally those related to police perceptions of race 
relations, minority-group affairs, and urban problems. Numerous attitude-change training 
programs have been presented by Visiting scholars, usually psychologists or sociologists, who 
offered lectures dealing with prejudice, stereotyping, group dynamics, minority-group history, 
interpersonal relations, and related areas. 
* Field-procedures training. This approach is an attempt to alter specific police officer 

behavior. In response to widespread public concern over the use of derogatory language 
excessive forct', and other perceived malpractices, such training programs tried to eliminat~ 
those practices from police operations, and to imp;ove police response to vol@tile situations 
such as minority-group demonstrations and protvsts. The better programs sometimes em­
ployed "role-playing\' - having officers experience alternative modes of response. As with 
attitude-change training, instruction was primarily by sociologists and psychologists from local 
universities. 

*Environmental training. This third approach is designed to provide police officers with a 
better understanding of the social system in which they work. Most classes have been fectures, 
dealing with the dynamics of urban life and with the social-service resources available to the 
officer confronting a "social problem". Representatives of minority groups and social agencies 
often visited the class room to explain problems, services, the characteristics of their clientele 
and the services they could offer the individual police officer confronting a particular problem: 

Each of these approaches was understood to be "community relations training, and each 
became common at the local, regional, and national level. Today, most police officers have 
participated in some form of these programs. The urban disorders in the late 1960's spurred a 
majority of police agencies to some in-service training in community relations; most con­
centrated on behavioral change. 

Organizational efforts at the regional and national level helped legitimize community 
relati?ns training. MichigGIn State University's National Institute on Police and Community 
Relations - held annually, from the mid-1950's until the late 1960's - was an important force 
in bringing Goncerned citizens and police officials together for strategy discussions. The 
participants came from throughout the country. Many of them then returned to their com­
munities to establish local training and action programs. 

Regional institutes were also common. A number of states - most notably California 
through its Police Officers Standards and Training Commission - carried out seminars 
dealing with the administration of community relations training and action programs. 

Such programs convinced police administrators of the necessity for additional community 
relations training and introduced ]t into most police agencies. Today, virtually every police 
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academy devotes a portion of its curriculum to community relations. Few now question the 
need for this effort, although speculation remains concerning its effectiveness. Widespread 
and widely accepted, community relations training programs have become an important part 
of the police-training process. 

Program Effectiveness 

*The acceptance of a program has not always been related to its effectiveness. In fact, our 
study leads to the inescapable conclusion that this kind of training has had only limited suc­
cess. Police attitudes have not drastically changed; field procedures have been modified only 
slightly; and many officers still understand little of their environment, the resources available 
to them, and the dynamics of interpersonal relations. 

There is no question that the institutionalization of this kind of training has heightened 
official awareness of community relations concepts. In ·and of themselves, however, such 
programs have not improved the police! community relationship - nor will they, unless, as 
part of a major police-improvement thrust, certain structural changes are "made in the overall 
police-training process. 

At present, community relations training is tied to a number of factors that limit its success: 
:{ .. The isolation of training. One of the biggest problems with community relations training has 

been its isolation from operational training. Just as the formal Community Relations Unit has 
fostered the notion that police! community relations is the responsibility of specially assigned 
officers, so has the specialized community relations curriculum reinforced this belief. The 
isolation has been further reinforced by separate classes, special instructors, and a lack of 
continuity between these classes and actual field experiences. In short, the traditional ap­
proach has failed to integrate community relations into the total training process. As a result, 
students have tended to view community relations training as a required exercise - as 
something to be endured. 

*The cultural separateness of instructors. Instructors in community reJ.ations classes have 
often been minority-group representatives or university professors. Either way they are likely 
to present their material at a level unfamiliar to the police officer. Since the officer's 
preparation is scanty at best, he may be inclined to discount course content as biased. 
Li~ewise, the instructors probably have little experience with the police environment, and thus 
fall to address the questions significant to police officers (such as a minority group's traits, 
behavior, or perceptions of the police role). 
*lack of definition. A major problem of community relations training programs has been 

their inability to rely on a common body of knowledge. Widespread program inconsistency has 
resulted, with many programs dealing only in generalities. Compounding the problem was the 
belief that improving the police/ community relationship 'was a relatively simple matter: Le., 
just instruct officers to stop using derogatory language and make them more sensitive to in­
tlamatory situations. Obviously, this prescription failed to consider the realities of street duty, 
the nature of the semi-military police organization, the misconceptions surrounding citizen 
and police expectations, and other significant factors. 

The most successful programs confronted street problems and developed police skills equal 
to the challenge. The impact of those emphasizing theory rather than practice was minimal. 

The Meaningful Training Program 

Our study of training programs throughout the country has revealed a number of successful 
approaches. If skillfully applied, they can provide officers with the techniques and social 
sensitivity necessary to good policing - but only if the department ensures that the entfre 
training process is permeated with a commitment to improvement. 

In general, training has the greatest impact on community relations when it integrates that 
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concern with those involving street operations. We have seen that quality police service is 
more than a mechanical response to citizen calls fot' service. A sound police/ community 
relationship requires, among other things: 

*a policing style that is sensitive to the ethnic, cultural t and generational composition of the 
city's neighborhoods; * an understanding of the extent - and the limits - of the police discretion; 

*a comprehensive grasp of interpersonal and conflict-management skills appropriate to the 
urban setting, 

To be effective, then, training must support the concept that community relations is not 
vested in a special program, but is grounded in the total quality of police service. With this 
concept in mind, several departments have strengthened their community relationships 
through innovative training methods. The innovations have been concentrated in two areas -
curriculum and teaching methods. 

CURRICULUM INNOVATIONS 

The structure of a curriculum directly affects a student's ability to grasp and manipulate the 
subject matter. A combination of logically-presented course material and guided field ex­
perience provides the best vehicle for academy training. At the same time, curriculum em­
phasizing community-oriented field sl{ills will be the most effective from a community relations 
standpoint. 

A number of recently-introduced curriculum innovat.ions are note\~orthy for their effect on 
productivity, relevance, and skill development. 

The Training Course or Module 
Some departments have developed complete training courses for recruit instruction, as well 

as training modules for in-service education. The former practice - of breaking course content 
into one- to three-hour blocs of lectures failed to provide an overall conception of the training 
purpose, so they substituted a course-oriented structure. This enabled students to relate 
various sections of training material. 

For example, recruit training in both Dayton (Ohio) and Oakland (California) has been 
divided into courses running the entire length of the curriculum. The student receives training 
in human-relations skills, interpersonal relations, conflict management, resource utilization, 
police / community relations, SOCiology, psychology, and other related materials in a course 
entitled Conflict Management. While different instructors may be utilized for various segments 

. of the course, one instructor is assigned the primary responsibility for orienting students to 
course content. The same instructor develops the relationship between course segments, 
provides general coordination, and reviews the course content with students. 

The Criminal JustiCEt Center - a regional training facility in Montgomery County (Ohio) -
has applied the same concept to in-service training through the development of training 
modules. Under this unique pfan, the in-service training curriculum is broken into a series of 
courses which are then fUrther divided into separate modules of instruction. After attending 
the basic orientation classes, a student taking this course can select from a variety of subject 
options for the remainder of his class time - options that will provide detailed instruction in 
his particular area of need. Course modules are offered on a number of different days, to 
permit tailoring the student's training needs to the time he has available. 

Such a concept - though still in its infancy - is designed to provide consistency between 
individual classroom sessions. Rather than present facts in a scattergun fashion, it treats the 
materral as a goal-oriented, coherent whole. 
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Recruit Orientation 
Anoth~r fa~~:or irtlportant to meaningful training - especially at the recruit tevel- is how a 

student IS oriented to the course, job expectations, and the transition from a civilian en­
vironment into the semi-military police organization. A number of departments have found 
that a well-planned orientation eases the recruits adjustment to both department and com­
munity expectations of job performance. 

The most complex recruit-orientation program has been undertaken in Oakland. There for a 
period of. weeks, new.recruits receive formal orientation to the police job, its environment, and 
com~unfty expect.atf?nS a~ an o~t-?f-town "retreat". This retreat is run as a university-like 
s~mlnar. Co.mmuntty rnput IS maxImized, and a great deal of 'time is spent acquainting recruits 
\!llth the police bureaucracy and community factors that affect job performance. 

in Da~ton, the department confronts recruits with field experiences to acq'-Iaint th:~m with 
~h.e. environmental f~ctors and community problems they will face on the .iob. Following an 
1~ltlal three-~ay se~rnar on !he compos.it!on of the city, recruits are assigns'd to community, 
city, and SOCial-action agencies as participant observers. Spending between two and three 
days in each .agency, the recruits view lifestyles different from their own, begin to understand 
the ~om~unlty problems tliat affect police operations, get a good view of community resources 
and oegm,to develop resource contacts in areas experiencing police community tensions. 
. Other .clties, s~ch as.Hartford (Connecticut), have begun to adopt these training prinCiples 
mto their recruit curnclila. Acceptance of this type of orientation is increasing as officials 
rec~gnize that t~e sta~dard practice for years - orientation to the police job by issuing 
eqUipment and discussing departmental rules and regulations - fails to provide a substantial 
fl'a~e of reference in times of social upheaval and increased police responsibilities. 

1 hese same departments have noted that the traditional curriculum sequence was not an 
• ~ffective ~ethod of orientation. The standard sequence (swearing-in, uniform procurement, 

firearms Issuance and practice, and departmental rules and regulations) was often coun­
terproductiv:, since rec~~its developed ,a sense of priorities from that sec:;uence. Although 
aware of their need for ready-for-dutY-ln-an-emergency" recruits, these departments have 
re~lJzed t~at the overall. investment in training - and its importance in developing future 
officer attitudes - mandated a carefully structured course sequence even if it meant not 
using recruit officers in street emergencies. Such a restructured course' sequence follows th is 
time sequence: 

1) community orientation 
2) the basis of the police role 
3). law 
4) firearms / uniforms issuance and utilization . 

When it reflects the department's basic policy, this sequence has had a positive effect on the 
recruits' ability to understand community-relations problems as they apply to the delivery of 
police services. 

Field Orientation 

The means of integrating academy training and field operations has a direct bearing on the 
usefulness of classroom training. In case after case, departments have found that a limited 
am?~nt of academy material is retained and used by students after they complete their 
training courses. A recruit's first field experience is often accompanied by a senior officer's 
ad~i~e to "f.orget th~ acade?1Y stuff this is how it's really done." Subsequent in-service 
training, While often interesting, bears little relation to the officer's daily routine. Thus the 
development of a meaningful course schedule, as described above is vital to an effective 
training experience. However, efforts to increase the "transfer ~alue" and retention of 
classroom material need not be confined to this appt'Oach. 
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At the recruit level, cities such as Los Angeles and Oakland have. well-developed fiel~­
training programs. Specially selected officers are enrolled in classe~ designed. to develop t~elr 
instructional counseling, and general training skills. Then, as recruits are assigned to the field 
from the podce academ'y, they are assigned only to these qualified field instructors. In m~ny 
cases, these instructors are considered a part of the academy staff, although performing 

regular police duties. .' . . . 
The recruit's first assignment is also significant, because It may determine h!s onent~tlon to 

his job for years to come. Assigning re,cruits to the best-qualified and most hlghly-tramed .of­
ficers on the force may result in scheduling problems, but the problems ~r.e wort.1l overc~m!ng 
(by such means as assigning a recruit the same days off as his field-tramlng offlc~r). It IS I.m­
portant in any event that the recruit not be assigned as a "fill-in man" for vacationing and sick 
officers. . 

At the in-service Ip.vel, transfer of course material to field situations becomes more complex. 
Boston (Massachusetts) is developing a program to utilize. sergea.nt~ as fie~d inst~uctors. In 
th~3 program, the field supervisors will receive a cour~e In speCialized skll.ls: cnme-scene 
s ~arch, conflict intervention, field interrogation and the like. T~e ser~eants ~III .then bear .the 
r .:lsponsibility. for training the men under their command to use tli.ese s~llls In ~ctual field 

. situations. Besides providing increased training for patrol and detective officers, this program 
is intended to reinforce the sergeant's responsibility as a trainer - a role that has been greatly 

ignored. 
Fall River (Massachusetts) has also undertaken an in-service program intended t~ relate 

field requirements and classroom training. In this progra~ - .. co~centrat!~g on 
police / community relations, conflict management, and .com~unlty-cnsls mte.rventlon.­
officers were assigned to a highly volatile city housing proJect, In order to learn Inte~ventlon 
techniques and interpersonal-relations skills. By interviewing the resid~nts, th~ offIcers a!­
tempted to determine their perception of the police role, their ~eed for p::>JI~e ~ervJce, ~nd their 
ideas for citizen assistance in police responsibilities. The officers later inVited reSidents to 
attend the graduation from the in-service training program. The progr~m provided a dir~ct 
bridge between training material and field reqUirements. It also contnbuted to com~unlty 
understanding of police problems. The effect was an immediate improvement In the 
police / community relationship, and additional skills for the participating officers. 

Special Curriculum Efforts. 

A number of special curriculum efforts are worthy of note. 
In Washington the police department has developed a recruit-training model based o~ a 

series of "terminal performance objectives." After defining the skills necessary to effective 
operation in a street environment (field interrogation, patrol-car operation, and th~ Ii~e) 
specialized training modules were designed to maximize skill developm~nt .for ea~h obJective. 
By relating the objectives, a curriculum was devised that 8nabled the police officer to ~ove 
through the total course at his most effective learning ~peed. The results have ~een a.sllghtly 
shortened training time, individualized measures of skill development, and a direct link bet­
ween training materials and field tasks. 

Similarly, the California-based Project Star seeks to establish "norms for th.e police role" as 
a basis for training. Aimed at matching training programs to job requirements and communi~y 
expectations, it involves administering a lengthy qUestionnaire to samp!es o~ ?~th the p.u~llc 
criminal-justice personnel. Once performanc~ objectives have been Ide.ntlflea, a tr.alnlng 
technology is designed to develop the desired skills, much as was done In the Washington 
project. '. 

Some controversy surrounds these two programs. Much of the concern arises from a belief 
that successful police performance requires more than technological skills - that it also 
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requires the ability to operate in neighborhood cultures and among life styles far different 
froJTI the officer's own. These programs may well provide more effective skill development, but. 
it is alsotrue that additional kinds of training are required for field officers. 

TEACHING TECHNIQUES 

Training police officers in interperso'lal relations requires a wide range of creative teaching 
techniques. Departments employing these techniques have been the most successful in im­
parting the skills necessary for police service that is acceptable to the community. These 
departments have discovered that the traditional lecture is neither stimulating nor effective in 
modifying behavior, ad they have begun to employ such methods as role-playing, peer action, 
empathy training, and seminar discussions.l 

Role-playing 
Although a recognized police-training technique for some time, role-playing has only recently 

become sufficiently structured to adapt to most training needs. Skits that duplicate situations 
frequently faced by field officers are presented to the class. One or two officers then respond 
to the skit, practicing techniques appropriate to the situation - intervention skills for a family 
fight, dealing with hostile youths for a street-corner confrontation, or general-response "play­
acting" - in front of the class. 

The object is to have the officer practice confronting everyday situations, but under what 
might be called laboratory conditions. This permits class criticism, encourages discussion and 
analysiS, and provides for learning in a "real-life" sel'ting. The technique has been found ef­
fective for interpersonal relations and stress situations, as well as for operational situations 
such as crime-scene search. 

Recent developments in role-playing technology include the use of videotape and amateur or 
professional actors. Videotape permits both the actors and the participating stutlents to ob­
serve and criticize their actions at the conclusion of a role-playing situation. 

Cities such as San Francisco, Lowell, (Massachusetts), and New York City have utilized pa id 
actors to provide additional realism in role-playing situations for their family-crisis training 
programs. Other departments have utilized minority-group or student residents as actors. 
While perhaps sacrificing some professionalism, resident participation is an important com­
munity-relations tool, and one that provides a creative environment for discussion of porice 
tactics and training. 

With or without video tape, role-playing has been found'an effective means for learning new 
interpersonal skills. It provides, at the same time, a setting in which an officer's personal 
problems can be identified and corrected before they aggravate community relations during 
actual street operations. 

It is important that instructors be trained in role-playing techniques. Badly handled, such 
sessions could be counter-productive. 

Peer Action 
One of the most recent and effective training techniques is peer action, which attempts to 

direct peer pressure at officers who exhibit aggressiveness, brutality, or other patterns of 
behavior that could irritate the police/ community relationship. 

The original peer-action training program occurred in Oakland, where a Review Panel 
resulted from a study of assaults on police officers. It indicated that officers exhibiting certain 
behavior patterns were the ones most likely to be assaulted in the course of their duties. 
Rather than deal with these problems through diSCipline or special in-service training, the 
department formed a study group of officers -- half with excessive assault records, half with 
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none - to identify the causes of the assaults. The group then became a counseling panel for 
other officers whose field problems resulted in assaults. Because members of the Review 
panel are mostly patrolmen, and because their work is separate from the normal disciplinary 
mechanism, the panel is able to apply peer pressure for changed habits. From r~views of 
assault records, the review panel coordinator identifies problem officers, and a panel IS formed 
to talk with them in private sessions. 

Although the peer-action technique is new, it has been successful in reducing assault­
producing behavior. A number of other cities, including Kansas City, (Missouri), have suc­
cessfully adopted the program. Indications are that the peer-action technique has wide ap­
plicability to police-behavior problems affecting community relations. 

Experiential Training 

Many of the community-based, field-training techniques previously discussed aim at 
providing "experiential training". This technique has begun to gain wide acceptanCf;. If 
professionally directed, it can greatly increase the police officer's capacity to work effectiv'ely in 
highly volatile, inner city neighborhoods. 

The objective is to place an anonymous police officer in a real-life situation, one that enables 
him to better understand his working environment and the reactions of those with whom he 
deals. 

The original experiential training session was undertaken by Covina (California), which sent 
a group of in-service police officers to live for a number of days on "skid row" In a large city. 
Given only pocket money, and deprived of their identification cards and regular clothes, the 
officers lived alongside area residents - experiencing police interrogation and sharing citizen 
reactions. In the ideal situation, the officers were actually arrested, booked, and locked up in a 
cell block. Through this process, they gained a better appreciation of community dynamics and 
heightened their sensitivity to citizen reaction toward police operations. 

A number of other cities have used this training technique. For example, a mid-western city 
sent several incognito officers to live with a militant group in a distant city. Throughout their 
stay, the officers were interrogated, searched, and followed by local beat officers unaware of 
their subjects' identity. The effect was positive, increasing the participants' understanding of 
how police relations are perceived by the private citizen. And Dayton's new training 
curriculum will have recruits spend a month living on a black college campus as part of their 
orientation to policing. 

OTHER TRAINING ISSUES 

Other issues affect the interplay of police training and police community relations. One of the 
most important is that of "stress training". For years, stress training has been engrained in the 
semi-military fabric of police training, with salutes, discipline, and rigid structure - all integral 
parts of the course. 

Following an analysis by Dr. Howard Earle of the Los Angeles County Sheriff's Office, a 
number of programs have abandoned this concept. Earle determined that officers not exposed 
to stress training were better able to adjust to field conditions and experienced fewer 
problems than their stress-trained counterparts. Based on these findings, many ad­
ministrators have adopted alternative training orientations. Or they have experimented with a 
different approach to stress training - one directed at analyzing internal motivations and 
external pressures - as is being done by the Michigan State Police. 

Similarly, numerous departments are reconsidering the wisdom of a highly structured 
training environment. A great majority of training programs delegate a minimum of individual 
responsibility to the recruit. Any activities outside the regular classroom (such as meeting or 
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court attendance or equipment issuance) are largely managed for him. This practice 
discourages initiative, provides an artificial environment, and leaves the recruit less well­
equipped to exercise judgment when, at last, he confronts street situations. An increasing 
number of departments now recognize that such an orientation regards the officer as im­
mature, and they are searching for workable alternatives. 

SUMMARY 

Curriculum development and teaching techniques are important considerations when 
structuring a training program effective in pollce/ community relations. Departments em­
ploying these techniques and principles have usuafly done so because they recognize that 
community relations is not a separate course, but a total training approach. When a curriculum 
is community-oriented, the officer is able to grasp the relationship between policing and 
community relations. The result is a police force better able to deliver services, interact con­
structively with different cultural groups, and respond creatively to community problems. 

From the experiences of the police agencies mentioned, we can summarize the basic tra ining 
concepts that will assist a department in developing good comm un ity relations: 

*Training must be important to policing. Departments with a commitment to training are 
likely to experience greater success than those which view it as an auxiliary function or a 
necessary evil. 

*Curriculum structure affects training success. An eight-hour day composed of one-hour 
class sessions is boring to students and ineffective for learning. 

*The method by which a recruit is oriented to his job, the department, and the community 
will affect his job outlook - an important community relations factor. 

* Responsibility is best learned through a curriculum which makes the student responsible 
for his actions. 

*Teaching techniques are available which improve training effectiveness. Techniques such 
as role-playing, peer action,and experiential training are good community-relations learning 
tools. 

*The greater the relationship between classroom training and field operations, the easier it 
will be for students to transfer knowledge to their daily operations. 

NOTES FOR CHAPTER FIVE 

1 In reference to interpersonal communications training, thf~ National Advisory Commission on Criminal Justice 
Standards and Goals states that "Every police agency should immediately establish programs to develop and improve 
the interpersonal communications skills of all officers. These skills are essential to the productive eXchange of in­
formation and opinion between the police, other elements of the criminal justice system, and the public; their use 
assists officers to perform their task more effectively." (Standard 16.4, Interpersonal Communications Training). 
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6.-- ISSUES IN COMMUNITY RELATIONS: 

.. PERSONNEL PROCEDURES 

IMPORTANCE OF THE PERSONNEL SYSTEM 

Between 80 and 90 percent of the police budget is spent on personnel. This statistic in­
dicates the importance of the personnel factor in police / community relations, as well as most 
other operations of the department. 

Citizen impressions of the police develop primarily through contact with police officers. The 
values, skills, and attitudes that an officer displays on the street determine, to a large extent, 
the degree of public confidence in the department. The individuals calling for service - and 
those merely observing the police action - develop strong impressions about the skill with 
which the officers handled the situation, and a firm notion of the extent to which the situation 
was aggravated or defused. These impressions are easily transformed into generalizations 
about all police behavior. 

The personnel system is thus responsible for bringing highly qualified people to the 
department, evaluating their performance, training them effectively, making appropriate 
assignments, and providing suitable rewards. Employee performance must be monitored and 
inadequacies corrected. It is this wide variety of administrative responsibilities that makes the 
personnel system so crucial to police/ community relations. 

INADEQUACIES OF THE SYSTEM 

The typical police personnel system is separate from the department, and is found instead 
under the direction of a state or local Civil Service Board. Such a structure is too often bur­
dened with rigid procedures and requirements having little or no bearing on police work - a 
reaction to the era when personnel decisions resulted from partisan patronage. Although 
there is a need for continued protection from political interference, police administrators are 
beginning to question the wisdom of a system that prevents them from influencing the 
department's choice of personnel.* 

Civil service practices governing police selection, testing, promotion, and removal have not 
kept pace with contemporary demands, and have hindered the development of sophisticated 
personnel management. In most communities, applicants are required to pass tests having 
little (if anything) to do with the skills requisite to good police work. These tests are largely 
tradition-oriented and have not proved to be good indicators of police performance. As a 
consequence, the courts are beginning to p'rohibit their use - usually as the result of minority 
group claims that the tests are arbitrary and unrelated to specific job requirements. 

Few efforts have been made to attract new kinds of personnel and skills. Relatively IittfEJ 
work has been done in the area of police roles; the question of "what makes a good 
policeman?" is seldom asked or answered. Without having defined the cl1aracteristics of good 
job performance, it is difficult for a department to identify the necessary skills or to develop 
incentives for desirable behavior. 

These personnel inadequacies have reached the critical stag$. Rapidly increasing demands 
on the police must result in a major upward shift in personnel. In 'addition, many departments 

*To be sure, the department generally makes the final selection from the candidates who have. passed through the 
civil·service system. It is the candidates who have been weeded out by that system who concern Us here. 
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will soon be faced with massive turnover problems due to the departure of men who entered 
them after World War II. Unless personnel systems are reformed, replacement of these men 
will be a burdensome chore rather than an opportunity for progress. 

The fundamental issue is not minority hinl1g, although that is important, but the need to 
attract those people required by the complexiky of police work - those whose performance 
can contribute to improved police / community relations. They will not be attracted unless the 
obstacles in the current personnel system are removed. 

TARGETS FOR IMPROVEMENT 

In the area of police / community relations, there are five principal matters that must be 
addressed by police personnel systems. They are 1) minority recruitment, 2) Selection 
systems, 3) new people and new skills, 4) personnel ev'afuation, and 5) response to citizen 
complaints. 

Minority Recruitment 

"Effectiveness" is the traditional argument for increased minority recruitment. Police of­
ficers, cannot be effective in a hostile environment - if they are unfamiliar with the culture of 
the community, if they feel alien to their environment, or if they are frightened, belligerent, 
hostile, or awkward. Citizens will not coopera~e with them, will not report crimes, and will not 
aid in their investigations. 

One frequently advocated solution is to assign police officers of the same ethnic background 
a:) the residents - Chicanos policing Chicanos, blacks policing blacks, Irish policing Irish. 
There is evidence that racial or ethnic similarity can indeed improve community relations and 
red!Jce tensions. Dozens of cities - including;Detroit, Baltimore, Washington (D.C.), and New 
Orleans have improved community t'elations ~ staffing troubled areas with police of the same 
racial or c\thnic character as the neighborhOod population. 

Minority recruitment, although not nearly as difficult as some contend, is still no simple 
matter. After decades of exclusion, suspicion, and discrimination, a passive "open door" policy 
is not suffh;ient. Peer-group pressure - strong among young blacks - is one negative factor. 
Fear of failL,we, non-acceptance, or even outright discrimination is another. Furthermore, new 
job opportunities for minorities in other fields often appear' more attractive than those offered 
in the police department.! 

In spite of these obstacles, minority recruitment can be made more effective. Steps to 
facilitate progress in this area include: ' 

*The department itself must initiate strong i1,linority recruitment efforts. Recruitment 
relegated to a central city agency is not likely to "be successful. Civil service boards have 
numerous other responsibilities, and few have the time or skills necessary to attract the type 
of candidate police departments require. Therefore, the department itself must assume the 
major responsibility for minority recruitment. This approach has proved highly effective in 
Detroit, Baltimore, Washington (D.C.), New York City and a nuniber of other cities. 
• *The department must demonstrate a commitment to internal equal opportunity.2 It must 
be remembered that applicants are being asked to commit themselves to a new career. They 
need to know that the department recruiting them is also dedicated to helping th.em advance. 
Many departments - such as those in Boston, New Orleans, Dayton, New York, Miami, and St. 
Louis - have demonstrated such commitment by appointing-qualified minority individuals, 
both from within and outside the department, to high positions. Most of these departments are 
also taking the potentially more important step of examining their promotional systems and 
removing as much of the discriminatory impact as possible. 

*The most t:lifective recruiters of minority police applicants are successful minority officers. 
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Such officers should be asked to assist in (or to direct) the development of a minority 
recruitment program, being given the on-duty time and whatever support might be required. 
Appearances at high schools, community group meetings, veterans' cente:s, and other 
gathering places for minority-group individuals of suitable age have been espeCially helpful. In 
addition these recruiting officers should encourage other beat officers to be alert for poten­
tially qu~lified applicants. The patrol car itself can be an excellent recr~i~ing van if the office.rs 
are· willing to expend the effort, and are encouraged to do so. Some Cities s~ch as st. LO~IS, 
provided up to five days' paid vacation to any officer who successfully recruits a new police 
officer. The response has been good. . 

New York City, in cooperation with the RAND Institute, recently undertook an extensive 
survey of its recruiting efforts. Several of the findings should be of interest to departments 
that wish to improve minority recruitment. The most effective advertising media were f~un~ to 
be those with the widest circulation in the minority community, rather than the mlnonty­
oriented media with far less circulation. Subway or public transit advertising was also quite 
effective. And minority youths who had already applied for positions were found to be effective 
in recruiting other applicants. 

*As promising individuals are identified, they should be pursued by the department. 
Targeting individuals as prospective officers can be accomplished in much the same .manner 
as the department may "target" an individual criminal. Potential applicants can be aSSigned to 
individual police officers, who will be expected to visit their homes, maintain regular contact, 
help them prepare for the examination, help maintain their determination throug~ the lon.g 
waiting period, and work with them through their training and probationary penods. ThiS 
technique has been used successfully in private industry, and h.;s recently been adopted by 
the Massachusetts State Police. 

One other matter requires comment. It is frequently said that minority recruitment has been 
unsuccessful because of police departments whlch refuse to lower their standards in order to 
recruit minorities. One of the difficulties of discussing standards for police personnel is that 
the issue is seen in terms of "raising" or "lowering" requirements. Code words like these 
really do not address the issue. Higher or lower standards are not at stake, but rather stan­
dards which are relevant to the functions fol' which they are designed. 

Selection Systems 
Police selection is laden with standards and requirements, most of them es~.ablished 

decades ago with little or no validation. Physical standards are one illustration. On the face of 
the matter, one might assume that a taller, larger police officer could deal more effectively with 
gei1eral police situations than a shorter person. Little effort has been made to corroborate this 
assumption, however. In fact, those few departments - such as Washington (D.C.) and San 
Diego (California) - that have attempted to evaluate height requirements have found no 
justification for them. 

Vision requirements should also be examined. In many cities, an impairment of 20/30 or 
20 150 uncorrected is grounds for exclusion. One reason given is that, if the man's glasses are 
knocked off in a fight and he is subsequently required to shoot, he would be unable to do so 
accurately. Yet many officers already in service are not restricted in their activities, even 
though their vision has deteriorated considerably. If rigid vision standards are necessary, they 
should be applied as rigorously to the ten-year veteran as to the recruit. There are so few cases 
in which this has been a problem, in fact, that one must conclude that vision standards are 
arbitrary - especially in the era of contact lenses - and serve to exclude otherwise well­
qualified individuals. 

Physical fitness standards also bear careful scrutiny. Very few departments require their 
officers to retain the performance capabilities required for entrance. Certainly, some fitness 
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standards are necessary, but they ought to be reasonably related to the officer's job, and 
uniformly applied to everyone performing that job. The swim test is an exam pie. Used by many 
departments, this requirement has a clear and adverse impact on inner-city minority ap­
plicants. The justification usually offered for swim tests is the need for life-saving capability; 
the ratiQnale is dubious since few departments offer life-saving training or provide their of­
ficers wiTh the preferred tools (e.g., a rope) of life saving. In any event, it is no great task to 
t~ch an officer to swim after he has joined the department. 

Just as physical standards may be irrelevant and obsolete, so too :,s the principal means by 
which police officers are selected: the civil service examination. The traditional examination 
pr\~dicts little about the job performance of a patrolman. ft measures IQ, test-taking ability, 
academic performance, reading comprehension, and a number of other variables, but it does 
not appear to measure or predict how the officer will perform on the job. This is not to say that 
civil service tests should be eliminated. It simply indicates that better tests must be developed, 
and that they be viewed as only one of a number of criteria used in the selection of police 
trainees. 

The following measures should aid in the selection process: 

* Examinations should be validated on the basis of data from subsequent job performance. 
On-the-job performance should be compared with test results, with a high positive correlation 
indicating test validity. Few police examinations have been tested in this manner, but some 
progrec:s has been made. In Detroit, a five and a half hour battery of twelve different tests is 
administered; they are graded on the basis of data, obtained from a validation study that used 
both sllccessful and unsuccessful Detroit police officers. A number of other departments have 
made plans to validate their examinations. The Dallas, Oakland, Boston and New York 
departments either have data available or are planning to gather it. This is a vital matter 
because several departments, unable to demonstrate test validity, have had their tests thrown 
out by the courts, Police administrators who do not control their own personnel systems 
should attempt to establish a working relationship with their civil agencies, and, with them, 
examine the current practices in light of new legal requirements. 

*Additional techniques should be incorporated into the selection process. These include 1) 
background investigation, 2) oral interviews, and 3) psychiatric exams. Background in­
vestigations should review not only credit ratings, possible criminal histories, and general 
morale and standards, but also military and employment experiences, civil court appearances, 
and social relationships. The oral interview should be designed to assess the applicant's ability 
to tolerate stress, his motivation, and his ability to deyelop satisfactory relationships. (Care 
should be taken to insure that these relatively flexible and subjective techniques do not 
become a guise for conscious or unintentional racial discrimination.). Many departments have 
been using these techniques successfulJy for a numbclr of years, including Oakland, Dallas, 
New York City, and Chicago. 

* Recruit training can be used to assess motivation, aptitude, ability to tolerate stress, and 
personal relationship skills. Instructors should be prepared to weed out those who do not 
measure up or who cannot absorb the training. The recruit-training period constitutes the 
second stage of the selection procp.ss; currently, however, relatively few recruits are dropped 
as the result of a poor training experience. Individual assistance should be provided for those 
recruits experiencing difficulty with the material, but there should be no hesitation in 
eliminating candidates who have not made satisfactory progress by the end of the training 
period. Departments that place great emphasiS on quality personnel, such as Oakland, 
regularly reject a significant number of candidates in the training process. (Oakland also 
provides a remedial reading program for its recruits, so that a trainee has an equal chance to 
master the rigorous instruction required of him.). 

*The Probationary I}eriod can also be used more effectively. Administrators can and should 
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use this period to evaluate the aptitude, performance, and adjustment of newly appointed 
police. Personnel losses during this period will create a replacement problem, but, in the long 
run, such losses will be insignificant compared with problems likely to arise through the 
retention of substandard personnel. Eva!uation, especially during the probationary period, 
should be a major responsibility of patrol supervisors. Their evaluation should be broad 
enough to include performance in areas other than law enforcement: crisis intervention, 
social-service referrals, service functions, abitity to deal fairly with all types of people, and 
sensitivity to community problems. Efforts should be made to increase the probationary period 
for patrolmen to at least 18 months, so that there is adequate time to evaluate the officer's 
overall performance. 

New People and New Skills 
With the exception of top administrative positions, practically all operational and 

management slots are filled with officers who were brought into the department as police 
recruits. Each man enters at the same level as every other, and, at least initially, each performs 
the same general functions. All those of the same rank - no matter what particular function 
they perform - are viewed as equals and are expected to be able to carry out all jobs at that 
level. 

This notion of equality, however, is not conducive to the development of highly speci~lized 
skills the realization of individual talents, or the introduction of new people and skIlls. A 
"clos~d shop" not only hampers the recruitment of technical specialists, but also limits the 
selection of personnel suitable for supervisory and management positions. This is particularly 
true in small and medium-sized departments whose promot:.lnal pools are bound to be 
restricted. Among the possible approaches to the problem are: 

*Recent experiences indicates that women can perform most police functions as well as 
men. Experiments in Washington (D.C., Indianapolis, New York, Boston and other cities have 
demonstrated satisfactory police performance on the part of women. This is not surprising, 
since other countries havE' been using women as patrol officers for several years. Experience in 
a st. Louis housing project indicates that, in some functions, women may perform better than 
men. The female officers in the St. Louis program were generally rated more effective than 
men in handling family-crisis calls - at least as perceived by the female tenants who made the 
calls. Women's rights groups have had an impact upon police departments, and an increased 
role for women in the police function has been, supported by the courts and by the Equal 
Employment Opportunity Commission. 

*Civilian specialists might be profitably employed for some police functions. Although 
departments historically have modeled themselves on the military; the use of civilians in the 
armed forces now greatly surpasses civilian employment in law enforcement. The closed 
personnel system - which permits no lateral entry and reserves almost all positions for police 
officers - tends to reinforce police isolation. More important, it limits access to the talent 
existing in our society. Civilians with skills in management, planning, personnel, records, 
training, researc.h, budgeting, law and other areas are urgently needed in law enforcement. Yet 
relatively few cities have made significant advances in this area, The exceptions include 
Washington (D.C.), New York City, Dayton, Cincinnati, Kansas City, Oakland and Dallas. In 
those cities, definite improvements appear to have been made - especially in man,agement 
performance - as a result of the increased use of civilians. Civilian legal advisors have also 
played important roles in several departments, especially in policy development. 

Pay and Promotion Opportunities 
Some departments have had as few as three examinations for sergeant since World War II. 

As a result, opportunities for advancement are practically nonexistent. Protected against 

44 

dismissal by civil service rules, and prevented from advancement by departmenta I conditions, 
their officers have little inducement for exemplary performance.3 

Special job and promotional opportunities are strong incentives for good performance. They 
should be used more creatively to improve police I community relations. One of the primary 
criteria for promotion (in rank, grade, or step) ought to be positive performance in dealing 
with citizens. Officers who can tolerate abuse from hostile citizens, those who are service­
oriented, those creative in communicating with the public, and others with similar skills ought 
to be identified and rewarded. 

In a sense, this is what New Orleans has done in its Urban Squad, which has reduced ten­
sions in the volatile Desire Housing Project. The officers dc,wnplay the financial rewards, but 
the inclusion of substantial overtime pay for work on the project has been critical to its suc­
cess. Some may consider this to be "buying" the officers. In a sense this is true, but giving 
bonuses for hard work is hardly unusual in our society. . 

The worst aspect of the traditional system, as noted before, is that assignment to high-crime 
areas has been used as punishment for men believed to have acted improperly. There is little 
indication that such assignments result in improved subseqL:ent behavior. Indeed, given the 
opportunity for bribery and pay-ofts in such areas, the officer's conduct may be worsened. 
Meanwhile, the community which needs police services the most - and the one in which 
policing problems are the most complicated - gets the worst service and the fewest officers. 
Officers who are able to establish and maintain rapport with ghetto residents are those who 
ought to be assigned. They are likely to be the best in the department, and they are being 
asked to take on the most difficult assignments. They should be rewarded accordingly. 

Departments might also experiment with alternate career patterns: providing methods of 
advancement other than the normal path from patrolman to supervisor to manager. The 
specialist is not necessarily a good administrator, a fact that has long been recognized in in­
vestigative work, where detectives receive status and pay unrelated to their supervisory 
duties. A s'imilar system might well be used in other specialities. Here again, the armed forces 
- with "specialist" grades paraJleling those of the traditional sergeant - have been more 
innovative than police departments. 

Personnel Evaluation 

Personnel Evaluation has been of limited importance in most departments. It has not played 
a major role in incentive and promotion systems; supervisors have regarded it as a nuisance 
and have not been trained in its use. Moreover, the traditional measures of performance 
ignore vital aspects of the patrolman's job, concentrating instead on significant (but partial) 
indicators such as the number of arrests, field interrogations, or traffic tickets. Supervisory 
ratings stress issues of internal concern such as punctuality, cooperation, attitude, dress and 
appearance. 

If the personnel system is to contribute to the development of a good police I community 
relationship, evaluation must be elevated in importance, and factors critical to community 

• relations must be emphasized. The following will help achieve this goal. 
*Performance evaluation must become a major part of the supervisor's job and be seen as a 

regular activity, rather than a nuisance to be dealt with every six months and then put aside. 
Performance evaluation should be at the heart of the police sergeant's duties. Supervisors 
should be continually evaluating the strengths and weaknesses of the men under their com­
mand and formurating strategies to correct the' weaknesses. 

In many departments, sergeants are the weakest link in the organization, having the least­
understood job and the poorest preparation for it. Police administrators should require more 
supervisory functions from their sergeants, including greater understanding of and reliance on 
performance evaluation. 
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The department should experiment with new criteria of performance. The formal evaluation 
system should measure the quality of the officer's work in the community as well as his law­
enforcement production. Police performance involves such difficult factors as exercise of 
discretion, use of force~and citizen interaction. Beca use so few departments have gone beyond 
the lJse of traditional measures, much experimentation is needed with new ones. Among the 
measures which may hold promise are: 

* Supervisory ratings. Supervisors can rate officers for their ability to resolve conflict without 
resort to arrest or use of force; to tolerate citizen abuse and retain professional composure; to 
develop positive contacts with citizens; to avoid improper use of power; and to project fair­
ness, tolerance, and civility to all groups. Obviously, requiring supervisors to evaluate their 
men in such subjective areas will be of little value if the supervisors do not believe in such 
ratings and are unwilling to cooperate fully. Improved training and selection of supervisors 
(including probationary periods) -- and carefully designed rating formats will assist in dealing 
with reluctant supervision. 

* Case monitoring. Among the more objective measures, one which has been successful is a 
case monitoring system. Such systems attempt to assess how frequently and under what 
circumstances arrests are nullified (by evidence excluded from court) because of improper 
police methods or by a judgment that the charges are inappropriate or the evidence in­
sufticient. This is important from the standpoint of police / community relations because it 
indicates an officer's respect for the law, his judgment, and his ability to exercise discretion. 
New York City and Oakland, among other cities, have recently begun such efforts. 
* In~licators of performance. The department should also monitor civilian complaints, police 

use of force, resisting arrest, disorderly conduct charges, and other indications that officers 
are having difficulty controll;ng the behavior of angry citizens. Oakland has been doing 'I;O for 
several years, and has learned that certain officers are much more likely than others to rely on 
the arrest power to control disorderly or hostile individuals. These same officers are also more 
likely to resort to force. By identifying them and taking corrective action (largely through peer­
pressure review and retraining) the department has been able to provide new skills to officers 
who cause community relations problems. Dayton has also informally monitored use of force, 
resisting-arrest charges, and other indicators of overreaction to citizen hostility. That 
department has provided some retraining and considerable use of officer reassignment in 
order to minimize the problem. Many of the officers having an especially difficult time getting 
along with people are now c.lssigned to the late-night shift, when they have considerably less 
citizen contact than during other periods. . 

*Citizen interviews. Interviews should be conducted with selected citizens who have 
recently had contact with officers. Some of the citizens may be selected randomly, others 
because of the delicate or critical nature of their encounters with the officers. The interviews 
shOUld assess the facts from the citizen's point of view, his satisfaction with the service 
provided, his opinion of the officer's conduct, whether tension increased or decreased after the 
police arrived, possible abuses of authority, etc. Interviews might be condUcted by trained 
plainsclothes officers (to reduce suspicion), by officers from the department's Community 
Relations Unit, by specially trained civilians, or by uniformed supervisors. Confidentiality 
should be assured and strictly observed. Baltimore, Washington (D.C.), and Kansas City have 
been experimenting successfully with this kind of evaluation. Other, less expensive methods of 
obtaining citizen assessment of officers' performance could also be attempted. These might 
include the publicized distribution of prestamped postcards, to encourage citizen reporting of 
complaints and commendations. 

*Management by objective. The system known as "management by objective", highly 
regarded in professional management Circles, is anoth/Elr promising method of evaluation. This 
system can be linked with the task-oriented method of patrol discussed in the Field Operations 

46 

(see Chapter Four), whereby the supervisor and officer are required to set concrete objectives 
for a specific time period. After a time, supervisors and officers evaluate their progress in 
achieving objectives, determine the reasons for failure or partial performance, outline 
corrective actions, and establish revised objectives. Oakland is currently experimenting with 
th is procedure. 

Response to Citizen Complaints 

One of the most persistent sources of irritation in police/ community relations has been a 
lack of faith in the fairness and impartiality with which citize'l complaints are investigated and 
prosecuted. The demand for civilian review boards during the mid·1960s illustrated that many 
people simply do not believe the police will honestly investigate and discipline officers charged 
with ,misconduct.4 . 

T,he civilian review board was a poor idea which attracted more attention than it deserved. 
But its underlying goal - insuring that civilian complaints against officers were investigated 
fully and disciplinary action taken - was sound. Unless people trust the department to be fair 
when an officer's actions are challenged, there cannot be a foundation for a good 
police/ community relationship. 

The following principles will help in establishing a fair and workable disciplinary system: 
*The procedure for handling citizen complaints should be set forth clearly in the depart­

ment's policy manual. 
*The procedures should make it easy for citizens to file complaints.Telephoned complaints 

should be noted, with complaint forms mailed immediately. Patrol supervisors should carry 
complaint forms with them at all times and assist individuals in filling them out. Community 
groups should be provided with official forms to be used by individuals reluctant to come to the 
station. The forms themselves should not be complicated. 

* Management and supervisory personnel should ensure that citizens who complain about 
police practices are treated courteously throughout the investigation process. 

*AII complaints should be investigated, including those in which the citizen cannot clearly 
identify the officer or refuses to identify himself. Any allegation of police misconduct is a 
serious issue, and the department should investigate each as thoroughly as possible. Although 
there are obvious limitations on the thoroughness with which an anonymous complaint can be 
investigated, the effort should be made nevertheless. 

*Supervisors should be given initial responsibility for investigating complaints, but an in­
ternal unit should be available to back up the investigation. Supervisors should be evaluated 
by how thoroughly and impartially they complete their investigations. 

*The internal investigation unit should include minority-group officers, and white officers 
who have established a reputation for fairness in the minority community. All officers in the 
unit should be selected for investigative ability, fairness, and commitment to the elimination of 
police misuse of authority. 

• * In investigations of particularly serious complaints, or ones which have attracted a great 
d.eal of attention, the department should consider using civilian investigators to supplement 
the departmental investigation, especially if witnesses are reluctant to talk to the police. Great 
care obviously should be exercised in selecting individuals for such activities. 

*Departmental policy should make it clear that an attempt by an officer to obstruct an in­
vestigation or falsify informat;on will not be tolerated cii:~ wiil be dealt with severely as a 
separate violation of department rules. 

* When investigating citizen complaints, the department should employ the same techniques 
and safeguards that are used in any investigation - especially those deSigned to prevent 
collusion or withholding of evidence. 
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*The investigation of complaints should be speedily conducted, and any disciplinary actions 
should be scheduled as soon after the event as possible. 

* Disciplinary hearings should pe conducted in a manner which preserves the due process 
rights of all parties. ~ 

* Department policy should provide guidelines tor punishment appropriate to various acts of 
misconduct. Generally, violations of internal policy - such as dress regulations, leaving post of 
duty, etc. - should not be sanctioned as heavily as acts of misconduct against citizens. 

*Incentives to encourage positive behavior are generally more effective in achieving goals 
than negative actions. Sanctions, of course, are needed and must be used, but incentives are 
more effective in the long run. 

SUMMARY 

Whenever a department is considering any aspect of its personnel system, it should examine 
its potential effect on the police / community relationship, and how it might best be altered or 
preserved in order to improve that relationship. Beyond this, the department should seek 
more flexibility in selection, promotions, assignments, incentives, sanctions, and terminations, 
and should use that flexibility to shape the department's personnel into an effective, com­
munity-oriented force. 

NOTES FOR CHAPTER SIX 

1 Standard 13.3 of the National Advisory Commission on Criminal Justice Standards and Goals deals with minority 
recruitment: "Every police agency should immediately ensure that there exist within the agency no artifici;:!1 or ar­
bitrary barriers - cultural or institutional- that discourage qualified individuals from seeking employment or from 
being employed as police officers. 

2 See Standard 13.3, Minority Recruiting, cited above. 

3 The Commission discusses the need for an effective promotion and advancement procedure in Standard 17.4, Ad· 
ministration of Promotions and Advancements - Lateral Entry: "Every pOlice chief executive should, through ad­
ministrative control of the promotion and advancement system, ensure that only the best-qualified personnel are 
promoted or advanced to positions of greater authority and responsibility in higher paygrades and ranks. Agencies that 
have not developed competent personnel to assume positions of higher authority should seek qualified personnel from 
outside the agency rather than promote or advance personnel who are not developed to assutne positions of greater 
responsibility." 

4 Standard 19.2, Internal DiScipline Complaint Reception Procedures, states, "Every police agency should immediately 
implement procedures Which will facilitate the making of a complaint al/eging employee misconduct, whether that 
complaint is initiated internally or ~xterna/ly. 

48 

-! 

7.-ISSUES IN COMMUNITY RELATIONS: 

CONI=LICT MANAGEMENT 

CONFLICT AND THE POLICE 

Analysis of citl~en calls indicates that approximately one in every five radio runs involves an 
interpersonal conflict. In a single day, a patrolman may be required to deal with a family 
quarrel, mediate between teenagers and an irate resident; and patrol a park during a 
demonstration. Because of the potential for violence, it is necessary for police to intervene in 
conflicts. Until recently, however, little attention has been given to the police conflict-
management role. . 

A great deal of police activity involves conflict management. I n fact, many citizens have their 
first intensive encounter with the police as a result of a family or neighborhood dispute, and 
certain population groups depend heavily on the police for arbitration and peace-keeping 
services. Consequently, the ways in which the department meets such responsibilities can be a 
major factor affecting its 'community standing. Poorly handled conflicts tend to alienate those 
with whom the police deal. In addition, they can and often do result in violence - sometimes 
directed solely at the police. On the oth'3r hand, a well-handled conflict can bring about in­
creased respectfor the police and improved community relations. 

Although these facts are widely recognized, the conflict-management responsibilities of the 
police have not achieved the status nor the attention they deserve. Few departments provide 
their officers with formal preparation for such duties. Furthermore, few written guidelines are 
offered, either in terms of departmental policies or legal requirements. More specifically, the 
law cannot offer a frameworl~ for decision-making which may require an unconventional police 
response - a response perhaps inconsistent with strict law enforcement or one in\lolving 
people with varying expectations about police performance. 

The Principles of Conflict 

One reason that conflict intervention is so complex a police responsibility is that little is 
actually known about conflict, its dynamics, or the appropriate methods for its management. 
Experience indicates, however, that police performance in this role appears most acceptable 
when certain basic principles are clearly understood, and when the limited police role is 
recognized. Some of these basic principles are: ' 

*Conflict is natural, and sometimes may even be desirable. The police (and government 
generally) tend to regard conflict as havi7ig a potential that is primarily destructive. This is an 
understandable view, since the police are responsibl~ for maintaining order, and since conflict 
often leads to a disorderly situation. Properly channeled, however. conflict can be an important 
means of healing divisions in a society. 

*,Conflict and violence are not synonymous. In fact, there is much societal conflict that does 
not involve violence. Conflict is generally required for change; in a society in which there is 
rapid change, widespread discussion of major issues, and competition for attention, conflict is 
both inevitable and potentially very useful. 

*The role 01 the police is not to suppress conflict. Suppression is impossible in a constantly 
changing society. The role of police must be to manage conflict in a way that prevents violenc~. 

The difficulty, of course, is that conflicts tend to be emotional and unpreaictable. A police 
officer is required to deal with both the disputants' emotions and his own. To be effective, he 
must be able to distinguish among types of conflicts, and he must be armed with polic:y that 
authorizes him to respond according to the needs of the situation. An unfortunate con-
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sequence of equating conflict with violence is that the patrolman is left with a single objective 
(stopping the conflict) and a limited choice of responses (arrest. ~r "doing so~ethi~g"). 
Departments with a broader and more realistic view can develop policies that provide officers 
with a number of varyin$ but specific strategies and guidelines. 

Types of Conflict 
Conflicts requiring police intervention may be classified by the parties involved (in­

terpersonal, between groups and government agencies, etc.) or by the problems which lead to 
them (family quarrels, landlord-tenant disputes, school unrest, etc.). 

* Interpersonal conflicts. This is the type most frequently encountered by police called upon 
to resolve family disputes, stop street fights, or break up barroom brawls. The disputants are 
often relatives or close acquaintances, and the conflict is frequently aggravated by drugs, 
alcohol or emotional illness. In such instances, the police must deal with the danger of 
violenc~, as well as with certain critical conflict problems. The potential for renewed conflict is 
high after the officer leaves. Typically, no clear criminal violation is involved, and, even where 
there are violations, arrest is not always the best course of action. 

*Conflicts between citizen groups. Such conflicts typically arise when one party is 
dissatisfied .with some aspect of a contractual service, or when there is an unwillingness on the 
part of one group to yield to another. Landlord and tenant, management and labor, merchant 
and consumer, university and student ... these are examples of the kinds of private gro~ps 
often engaged in conflict. In such intergroup conflicts, one party may have more prestige, 
power or resources than its opponent, reqLiiring the police to be especially sensitive to the 
requir~men.ts of impartiality and justice. Furthermore, conflicts of this sort are difficult to 
handle because the law - the most common police tool - frequently is far too concrete to 
provide adequate guidance. The consumer who fails to pay for defe.ctive merchan?ise.is 
usually violating the law; the merchant selling defective products often IS not. The apphcatlon 
of police power L!nder such circumstances must resolve two conflicting positions: the 
requirements of the law and the injustice at hand. 
* Conflict between citizens and government. This kind of conflict constitutes an increasingly 

frequent problem. When citizens feel unable to influence the policies of their public in~ 
stitutions, they are dissatisfied and some form of conflict is likely. Such conflict may be the 
result of protest 'from a random gathering of people who share a common grievance. More 
often, however, such conflicts involve organized protest: ~ sit-in at the welfare office, a. strike 
by public employees, a peace march, or a student walk-out. Police have great difficulty 
remaining neutral in such disputes, since they are themselves employed by a governmental 
agency, 

The quality of the officer's response to conflict depends to a great extent upon his un­
derstanding of conflict. HLindling a demonstration against government war policies, for 
example, is quite different from dealing with a neighborhood dispute about highway con­
struction. Local government can have relatively little impact upon the former, whereas it may 
have the final word in the latter. Statements such as "we only enforce the law" are un­
convincing to demonstrators who view police actions as primarily supporting the side of local 
government against those who oppose its policies. 

Conflict Management Strategy 

Every kind of conflict has an impact on police community refations. The quality of police 
response makes a lasting impression on those who experience or witness it. For example, 
during the late 1960'S, the s~oll of the Wasbington (D.C.) Police Department in managing 
protests was the object of praise among those often generally hostile to police. That depart­
ment recognized the opportun ity to improve its public standing - an opportunity which exists 
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in many other conflicts. 
Today, one kind of conflict which appears to be increasing concerns the quality of life in 

congested urban areas. For example, Oakland (California) has developed a program of con­
structive and creative police intervention practices in tenant-landlord and consumer­
merchant disputes. Such programs are increasingly being recognized as both valid and ef­
fective forms of police activity. 

Some departments encourage ol'ficers to become involved in such complaints in order to 
defuse their potential for disruption and violence. Although civil in nature, these conflicts are 
well within the scope of the order-maintenance and crime-prevention roles of the police. A 
well-designed police response, carried out by well-trained and sensitive officers can have an 
enormously beneficiai effect on fhe ponce community reiations. Failure of the police to respond 
effectively can drastically harm that relationship. 

SOME OPERATIONAL CONSIDERATIONS 

A satisfactory response to group and interpersonal conflict requires an understanding of the 
dynamics of conflict, and a knowledge of what roles can best be assumed by the police in 
dealing with it. If appropriate responses are to be made routine, the department must in­
stitutionalize its capacity for dealing with conflict. This can be done by developing policy 
governing the handling of conflict, by training officers in administering that policy, by providing 
appropriate resources to aid them in this task, and by integrating the conflict-management 
function into daily operations. 
, *Policy development. This involves establishing departmental guidelines for situations 
frequently encountered by the police. Policy should clearly set forth what the department 
expects of its officers under,varied conditions, what goals or satisfactory outcomes they should 
seelt, the degree of discretion they are expected to exercise, and the rights of the citizens in­
volved in the conflict. To develop a sound policy covering such complex issues is a difficult and 
often lengthy process. What is reqLaired is a policy that is "real" - ~ workable one directed at 
complex situations. Policy of this type must include a statement of the department's neutral 
position ane;:! a recognition of individual police officer discretion. 

*Training in conflict management. Such training requires a reality-based approach! as 
discussed in Police Training (see chapter five). The training should provide officers with the 
'ability to identify varying interests and aims, feasible outcomes, visible and hidden powers, and 
an incr~ased understanding of how "justice" is perceived by varying groups. The most ef­
fective training includes role-playing or experiential training, permit.ting the officer to ex­
perience conflict-intervention roles and responses in a laboratory setting. 
* Resource availability. Conflict intervention (and effective management) requires that the 

department make available to its officers the resources necessary to carry out satisfactory 
intervention practices. Police conflict roles tend to be emergency ones, frequently requiring 
emergency response. The. first and primary aim is to reduce the danger of violence; the second 
is to provide preventive assistance; and a third involves. case referral. Such referrals, it for 
interpersonal conflict, may be to a private or public social agency or mental health clinic; if for 
group conflict, to a helpful third-party service, or possibly to an appropriate volunteer group. 
Officers should be familiar with such resource information, or at least some central contact 
that could readily make th~ needed ir, Jrmation available. In addition, the department can help 
to develop community resources that may not currently be available. 

*Institutionalization. The conflict-management function must be institutionalized if the 
department's conflict-management c~pability is to be integrated into routine patrol 
operations. It is at the patrol level that most conflicts are initially identified, and it is here that 
emergency aid can best be rendered. Currently most departments tend to handle conflicts as a 
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crisis response. 

EXISTING PROGRAMS 
.. 

Some departments have institutionalized the conflict-management role through training, 
the creation of specialized units, the development of effective field procedures, and a com­
prehensive understanding of conflict intervention. They tend to be departments with few 
community relations problems, at least in the areas where these programs operate. Some 
examples: 

Dayton: Conflict Management Unit 
The Dayton (Ohio) unit has eight sworn officers and five civilians, responsible directly to the 

chief of police. The officers were selected because they had special rapport with community 
factions' the civilians were hired to augment the officers' skills. Divided into "talk areas" of 
public i~formation, conflict identification and youth aid, and community organization, the unit 
is responsible for identifying problem areas in the community and treating them before they 
become unmanageable. The staff enjoys great freedom in determining courses of action. 

The unit reviews all reports on the use of force, resisting arrest, special incidents, and 
disturbances. It maintains regular contact with a cross-section of community leaders, street 
people, and organizations. The unit responds to all incidents of serious conflict, investiga~ing 
and intervening when necessary, and it also deals with tensions which might lead to conflict: 
landlord-tenant disputes, poor street conditions, and other kinds of citizen complaints. 

In those parts of the city where the Conflict Management Unit has been operating, the 
number of disturbances and the amount of malicious property des~ruction have diminished 
more rapidly than elsewhere. Through early identification and referral, the unit has helped 
avert numerous criminal and violent incidents. And it has slJccessfully intervened in incidents 
ranging from employment discrimination to high-school integration. 

Georgia State Police: Civi~ Disorder Technical Assistance Unit 

Although similar in objective and method to the Dayton unit, Georgia's CDTA unit is smaller 
and is focused statewide. Thus its services cannot be as comprehensive. It is composed of 
three officers assigned full time to the unit, and has no civilian members. Like the Dayton unit, 
it reports directly to the department's chief executive, the Commissioner of Public Safety. 

A CDTA team is sent whenever State Police assistance is requested in a conflict situation. 
Team members meet with local authorities and community leaders, make recommendations on 
how to handle the situation, mobilize outside assistance if necessary, mediate or arrange 
negotiations, and arrange for follow-up after the initial crisis. When not working on crises, 
CDTA personnel do preventive work, primarily with the black communities of the state. 

By 1973 the COTA had been called into over twenty-five disputes; in none was additional 
State Police action required. CDTA has helped local authorities deal with race questions, 
become more sensitive to them, and deal more subtly with racially laden protests. 

Massachusetts State Police: Community Assistance Group. 

With a bi-racial police and civilian, male and female staff, the Massachusetts CAG unit is , . 
responsible directly to the Commissioner of Public Safety. Although a staff unIt of the State 
Police, its primary relationship has been with local police departments throughout the state. 

CAG personnel sometimes operate individuallY, but a team is sent to most ~onflict situations 
in the state - identifying issues, exploring the violence potential, and providing technical 
assistance to local departments. In addition, the group helps commun..ities identify potential 
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conflict areas. 

*** 
These three programs are examples of police efforts to institutionalize a conflict­

management capability. They have provided adminisfrators with greater ability to assess the 
potential for violence during community conflicts, and, in many cases, have intervened in 
potentially violent conflicts and de-escalated the level of tension. 

As a result of these successes, police administrators should consider adopting a formal 
Conflict Management Unit, either as part of an existing Community Relations Unit or in place 
of such a unit. The ability of the department to assess tension levels accurately is most im­
portant for community relations programming. The Conflict Management Unit seems a valid 
means of achieving this objective. 

THE CONFLICT MANAGEMENT UNIT 

If a department desires to create a formal Conflict Management Unit, a number of guidelines 
can be offered: 

*The unit should be staffed by' both civilians and police. A conflict-assessment and in­
tervention unit requires a broad cross section cif viewpoints and capabilities if it is to achieve 
maximum effectiveness. The combination of civilians (with their non-police perspective) and 
police officers provides the necessary flexibility, as has been shown in Dayton and in 
Massachusetts. 
*' Full use should be made of women and paraprofessionals. The skills that can be brought to 

bear on these complex problems by women, coupled with the community understanding of 
paraprofessionals, makes their utilization imperative. This has been illustrated by the ex­
perience of Dayton (Ohio), Oakland (California), Richmond (Virginia), and St. Louis 
(Missouri). Although unit staffs may be small, provision should still be made to ensure that 
both women and a cross section of resident cultures and social classes are represented on the 
staff. 
*The unit should constantly assess the level of tension in a community. Through the review of 
police reports and local news media, and especially, through continual contact with divergent 
community groups, the unit should monitor the pulse of the community. 
*Unit contact should be the initial response of the department when a protest or major 
disturbance is detected. If the assessment skills of the unit are to be effectively utilized by the 
department, its staff must respond immediat~ly to a disturbance or protest. If at all possible, 
no police manpower should be committed in such situations until the staff has 'made its 
assessment. The experience of Dayton and Oakland has shown that disturbances rarely occur 
without some type of .warning'. Since one of the major tasks of the unit is to monitor community 
tensionS with any violence potential, the unit staff must be advised of all such information 
reaching the department. 

*The unit should provide assistance to protest groups before a demonstration. The right of 
protest and demonstration is protected by the Constitution; during such actions, the police 
responsibility is to maintain order and prevent violence. One of the most effective means of 
achieving this end is for the police to assist protest orgartlzers to prepar:e for the demon­
stration. As has been done in Massachusetts,' the Conflict Management Unit can assist in 
training "marshals", can establish communications between protest leaders and those police 
personnel with field-supervision responsibility, and can even suggest methods of protest that 
may be equally effective but less potentially violent. 

53 

:ii 
", 
d 
'j 
1 

i";; ., . 



*The unit should be relied upon when decisions are made about the commitment of police 
force. The unit's expertise in assessing community tensions, coupled with its knowledge of 
community resources, provides the department with a service it should utilize fully. The unit 
must be able to commun.icate directly with field commanders at the highest level. Ideally the 
unit should be part of the Office of the Chief, so that its personnel can speak with his authority. 

*The unit should gain access to non-police resources of value in mai"~aining order. Since the 
application of force should be the last resort in the order-maintenance process,.he unit must 
identify groups and individuals who have the ability to assist during times of tension. Regular 
liaison should then be maintained with these groups and individuals by unit personnel. . 

*Coordinated by the unit, the department should consider involvement in fact-finding during 
community disputes. Unless progress is made during times of community dispute, there, is 
often a potential for violence, To move toward rapid and equitable resolution, the unit should 
be able to engage in fact-finding, or to arrange for a neutral party to do so. Such action can help 
maintain the image of police neutrality, as well as provide creative, constructive use of police 
power. 

*The unit should provide line personnel with comprehensive training in conflict intervention 
and resolution. Since unit personnel are the department's specialists in dealing with conflict, 
they should be relied upon to teach their skiils to line personne1 in the police academy. Such 
involvement in training activ'1ties enables the department to understand the unit's activities, 
and provides a forum for discussion of community issues. Through the training process, line 
personnel should be encouraged to develop their own community contacts, to maintain liaison 
with image and opinion makers in their own areas. The central unit should serve as a 
clearinghouse for such information. *" 

* Unit members should also receive special training in conflict-intervention skills. The 
department should provide funds for unit personnel to attend workshops and to participate in 
conferences developing ideas in this new field. Consideration should be given to continuing 
unit training through organizations such as the American Arbitration Association. 

The institutionalization of a conflict-assessment capability in the department, fol/owing the 
guidelines presented above, can provide a foundation upon which further programs can be 
built. Such a unit in the Office of the Chief can provide a means of continuously assessing 
police / community relations, can develop new and creative strategies for meeting problems 
having an impact on that relationship, and can help ensure that police service~ match the 
community's expectations. In general, the success .of institutionalized conflict.assessment 
mechanisms has been such that departments should consider replacing the regular Com­
munity Relations Unit with a specialized Conflict Management Unit. 

GUIDELINES FOR' INTERVENTION 

Whether or not a speci~lized unit is formed, there are certain basic identifications that the 
department should make when responding to conflict. They are: 1) the parties involved, 2) the 
apparent causes of the conflict), 3) a means for establishing police neutrality, and 4.) goals for 
police action. These determinations will enable a police department to form an "intervention 
strategy." For minor conflicts (those handled by one or two patrolmen) the procedures that 
officers will follow can be established through training. For major conflict, the entire depart­
ment - through its policy and decision-making processes - will have to become involved in 
the following steps: 

* It is crucial, of course, that unit personnel not gain a reputation for "elitism". Departmental resentment can result 
from the creation of this or any other kind of specialized unit. 
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Identifying the Parties 

The first step in conflict intervention by the police is to determine the parties involved in the 
dispute and how they evaluate the situation. A number of questions should be asl{ed: * What is the relationship of the conflicting; parties? * Who is the spokesman for each side? 
* Who are the decision-makers on each side? 
* Have these parties ever been in conflict Ibefore? * If so, what was the outcome? 
* Is there a relationshi,p between them which must be preserved? 
*What are their exp~ctations about police intervention? 
* Are there others, present or not, who might assist or hinder the police? 

Determining the Causes of Conflict? 

Once the participants are known, the polic:e must become informed about the issues and 
events which led to the conflict Confrontations rarely occur spontaneously; usually they are 
the result of gradual build-up. The police must-often within a few minutes- peel away many 
layers to learn enough for effective intervention. To do so, they should ask themselves: * What do the participants see as the real issues? 
*Which of these are not real issues, but rather tactical bargaining stances? 
*When were the real issues perceived by e,ach side? 
*Is the conflict part of a larger plan by the disputants? 
*What would constitute conflict resolution in the opinion of each side? 

Establishing rolice Neutrality 

If either party regards the intervening officers as biased, the conflict-management role is 
jeopardized. Police can establish their neutrality by emphasizing it on arrival (and repeatedly 
thereafter) and by attempting to calm the situation while promoting communication between 
the two ~ides. It is important th~t the level of emotion be reduced, so that serious discussion 
and fact finding can take place. There are, however, a number of obstacles to overcome. The 
officer's personal background or ideology may interfere; elected officials may constrain police 
choice by limiting their response; or one or more of the conflicting parties may be over­
whelmingly hostile to the police. 

Establishing neutrality may therefore be difficult, but it is essential - unless the police 
department intends to assume the role of social activist. This can indeed be a legitimate role 
for the police. Oakland's landlord-tenant unit sees its responsibility as siding with the tenant: 
advising him of his rights, helping him develop strategies for dealing with his landlord and 
attempting to make his power equal to that of the landlord. The premise underlying this kind of 
conflict management is that .violence tends to result when disputing parties have unequal 
power. Disputes can usually be handled peacefully if the power is roughly equal, and the police 
may have a legitimate role in seeing that this is the case - by siding with the weaker party 
when that is necessary. 

Outiining Goals for Action 

Once they h?ve acquired the knowledge on which to base deCisions, and have established a 
position from which to make them, the police must ask: "What outcome do wee want? What is 
the first priority - enforcement of the/aw, maintenance of order, protection of individual 
rights? After calming the tensions, what steps must follow to prevent a recurrence of 
hostilities?" These are difficult questions, but a strategy can be based on the conclusions 
reached. 
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SPECIAUZED PROGRAMS FOR INTERVENTION 

When a community experiences a conflict problem requiring police attention, the depart­
ment may find it helpful to adopt a special program to confront that problem. A number of 
programs worthy of consideration have been undertaken in handling family disputes, protests 
and demonstrations, neighborhood disputes, and school unrest. 

The Family Dispute 

Approximately one-third of all homicides - and an even larger proportion of assaults -
result from family disturbances. Although a large number of police injuries occur during in­
tervention in such disturbances, officers are rarely trained in intervention tactics, nor 
provided the resources for helping the parties in a family conflict to solve their problems. Far 
too often, an officer arrives with a hostile attitude toward the disputants - who in turn react 
negatively to his interference. The result may be injury to the officer or the disputants, or a 
second call to the same address because the conflict has resumed. A specially designed Family 
Crisis Intervention Unit (FCIU) may be trained to deal effectively with these problems. 

Both New York and Oakland have established units skilled in family-crisis intervention. The 
organization of such units differs, but the goal remains constant: the creation and main­
tenance of a family-conflict intervention capability. Whether responsible to the patrol bureau, a 
violence-prevention unit, or both, the FCIU responds to all family disturbances in its 
jurisdiction. 

Objectives. A Family Crisis Intervention Unit is being designed to: 1) improve the field of­
ficer's capability for handling family conflicts in order to reduce injuries, prevent crime, and 
provide early detection of family problems ;2) develop innovati':e approaches for intervening 
in family disputes; 3) develop a network of community referral services among health, welfare, 
family counseling, legal, and employment agencies; and 4) refer the involved parties to the 
appropriate agency and follow up the services received. 

Recommendations. Experiences of established FCIU units indicate the following: 
*A formal structure is desirable for the family crisis intervention unit. Not only will members 

of the unit gain the requisite experience for handling family conflict, but the unit will be 
recognized and called upon by community residents once its reputation is established. 

*Members of such a unit should perform other police duties as well. It is important for the 
officer on family crisis duty to be involved in all aspects of department activity in his district. 
This prevents alienation from fellow officers and keeps him in contact with community events 
that may bear on family problems. 

*Special training for such a unit is advisable. Patrolmen in New York believed that their 
training in psychology and role-playing was invaluable. Moreover, they benefited from the 
opportunity to discuss specific cases with advisors and colleagues. The problems and the 
number of possible responses in family disputes are so great that structured training is 
necessary to help the policeman in his work. 

*The unit should identify community referral sources for family disputes. Even with 
specialized training, the officer cannot be expected to handle all the problems that may arise in 
a family conflict. It is important for the police to enlist the help of community resources to ease 
the policeman's responsibility and assist the parties involved. 
*It is advisable to provide follow-up for disputes handled by officers. Follow-up can deter­

mine whether the officer was effective in helping the parties resolve their differences, and 
whether the referral agency has been contacted and is providing the necessary help. If the 
proper steps have not been taken, the department can make additional efforts. Thorough 
follow-up may prevent the problem's recurrence. 

*Since the skills developed by FCIU officers are of a value to all officers, members of the unit 
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should be involved in training programs. This policy is advisable for two reasons: first, because 
police are often more receptive to fellow officers than to outsi.d: instructors;. second, because 
unit members have experience that they alone can share. Training fellow officers makes good 
use of their time and benefits the department as a whole. 

Protests and Demonstrations 

By focusing on crucial social issues - such as race, poverty, and war - protests and 
demonstrations present an undeniable challenge to the policeman's neutral role. Never­
theless, despite personal conviction, the police must protect the right of protesters to express 
their ideas on these issues. 

New York City has helped organize a Demonstration Observation Program which -
although not a department project - is sponsored in conjunction with the police to provide 
neutral third-party observers at every protest situation in which the police may be involved. 
And, as'we have seen, Dayton and the Georgia and Massachusetts State Police have built into 
their conflict-intervention units a capability for handling protests. 

A Neutral Observers Project may be operated by an independent community organization, 
but it must receive full cooperation from the department, which can be the prime beneficiary of 
its activities. Observer re'ports should be available to the department, to city officials, to the 
media and to interested citizens - including the involved protest groups. 

Obj~ctives.A neutral observers program is designed to: 1) place neutral, official observers 
at the scene of every 'demonstration to deter demonstrators, police, and other parties from 
engaging in inappropriate behavior; and 2) provide an unbiased ~eport to a~1 ~arties -
protesters, city officials, and the public - of excesses by any of the parties and to cite Instances 
of commendable behavior. 

Recommendations. Because dealing with protests is so complex, the department should 
undertake several activities aimed at preventing conflicts between police and protesters, 
while increasing public confidence in the department. These activities should include: . 

*Written policy to detail the police response to protest activity. This policy should artIculate 
the police responsibility and that of the protest leaders, both before and during the protest, 
and the appropriate police response to various situations. 

*Written policy emphasiZing the importance of treating all protest equally. 
*Provision for contacting the leaders of up-coming protests, to recommend procedures for 

avoiding violence and establish liaison between the police and protesters. If proteste:s a~e 
familiar with existing statutes and the job of the police, they are more likely to be responsible In 

their actions. 
*Measures for providing protesters with materials on their legal rights and duties and for 

arranging the private and public assistance necessary to maintain peaceful protest. . 
*Neutral observers for every protest activity in which the department becomes Involved. 

Observers serve the best interests of the police, the protesters, and the community. They can 
provide information useful in improving the departme"'rt'~ ability t~ ~andle protest, and their 
reports may help prevent the police response from becomln~ a public Issue. . . . . . * Publication of the observers' reports. Unless this policy IS followed, suspIcion and Criticism 
of police and government officials will increase rather t~an ~i~in!sh. . .,. 

*Thorough investigations of reports that might require dlsclphnary action. ThiS IS Important 
for demonstrating a commitment to good poliCing, and for taking action against officers who 
are violating department policy. 

The Neighborhood Dispute 
Neighborhood disputes generally arise from issues considered civil matte~s, but they may 

require police attention because of their violence potential. A landlord may eVict a tenant, who 
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in turn, feels he has been abused; a consumer may find his TV set repossessed by a furniture 
company and conclude that he has been cheated. 

Policemen are generally untrained for handling such conflicts. An officer unfamiliar with 
landlord-tenant law might enforce a general but unrelated statute - and not only do nothing 
to settle the dispute, but become involved himself. Or he may tell the parties that their dif­
ferences are not a matter of police concern - only to return a short time later when a violent 
act has been committed. 

The Dayton Conflict Management Unit, for example, has trained its officers to respond to 
neighborhood dispute calls as part of their overall fUnction. Similarly, Oakland has established 
a special unit to deal exclusivelY with landlord-tenant matters. 

Objectives. Programs dealing with landlord-tenant problems generally are designed to: 1) 
prevent the escalation of neighborhood disputes into serious cri'minal offenses; 2) help the 
involved parties resolve their differences; and 3) enforce any statutes that may be violated. 

Recommendations. Most programs dealing with landlord-tenant problems have recognized 
that: 

* It is increasingly acceptable for the departments to concern themselves with consumer 
laws. Dayton and Oakland discovered t~at many potentially violent conflicts revolved around 
these issues and required police response. Officers can play an important preventive role. 

* It is important that officers understand that their role in neighborhood disputes involves 
more than a strict enforcement of the law. Officers can be trained to handle neighborhood 
disputes by mediating between the parties, by providing information that can resolve dif­
ferences, or by referring the parties to agencies equipped to help settle the dispute. 

School Unrest 

Police are increasingly being called upon to intervene in our nation's schools and campuses. 
Upon arrival, they are usually expected to maintain order and to enforce the law - as 
described by school administrators. As a result, the police often become the focus of the 
disorder, and the issues over which the conflict arose are frequently forgotten in the ensuing 
pol ice-student confrontation. 

The Dayton, Massachusetts, and Georgia school-response programs are built in the Conflict 
Management Units. Their staff members attempt to establish relations with young people, 
meet with all the parties in a conflict, and to use resources both within and outside the school 
for finding problem solutions. 

The New Orleans School Conflict R:::z:::!!.!tion Team (CRT) is an intergovernmental unit which 
works in schools experiencing actual or potential conflict. It seeks to help students, parents, 
teachers, and administrators deal with explOSive problems before violence erupts. There are 
four team members, one of whom is a sworn police Qfflcer. The team works in two high schools, 
with a psychologist serving as team coordinator. 

The New Orleans CRT has developed a prevention al~d crisis model fer school conflicts. Its 
members work to establish communication in the school community, to meet with 
organizations and key leaders, and to familiarize themselves with the schools. If there is a 
rumor of impending violence, the team meets with students, administrators, and whoever else 
is involved. These meetings attempt to open lines of communication, to keep a dialogue 
flowing, and to involve the parties in seeking solutions to the problem. When summoned to an 
already-existing crisis, the team serves as a fact-finder, communicator, and mediator, seeking 
to make negotiations possible, 

Objectives. School unrest programs should be designed to: 1) help bring about constructive 
change in the schools while preventing violence; 2) help all parties to the conflict - students, 
parents, faculty, and administrators - to resolve their differences; and 3) develop alternative 
school-conflict responses, other than merely restoring order, 
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Recommendations. Based on the above experiences, the key factors to consider when 
dealing with school unrest are: 

*The police should avoid replaCing the original issue as a focus of student grievances. In 
many situations, school officials are too eager to call in the police, rather than to deal with the 
problems themselves . .It is imperative for the police to maintain a neutral posture. They should 
act to restore order with a minimum of force and confusion. 

*It is important to establish and maintain communication with student leaders during a 
dispute. Many student-police conflicts can be prevented in this way. Experience in Georgia has 
indicated that police-student interchanges have enabled the police to help the entire school 
community resolve its problems. 

*Officers assigned tr- schools should attempt to maintain access to the school administration 
at all times. Again, an open communication channel is crucial for preventive policing and for 
avoiding unnecessary actions. 

*The department should establish a special referral unit, or otherwise provide its officers 
with the resources to help youths with problems. Many youth problems that CUlminate in 
disorderly school behavior are created by circumstances outside the school. The policeman is 
neither a social worker flor a medical professional, yet he can identify the need for outside 
assistance, and can make itavailable to students needing help. 

SUMMARY 

These are the major approaches that have been adopted by police departments for 
managing conflict. More important than any specific program, however, is the orientation to 
community problem-solving that these departments have displayed. 

A successful conflict-management approach to policing requires the department to perform 
a continuing assessment of conflict situations. The department must then respond creatively 
to the problems having a major impact on police / community relations. Whether the problem 
is school unrest or racial tension, once the department has recognized that the problem is 
serious, goals for action can be developed and a specific program adopted. A "program", in this 
sense, is little more than selecting from the range of alternatives for police action. If the 
department recognizes that the police have great flexibility and discretion in their actions it is 
more likely to make an appropriate selection - one that best suits the situation at hand. 
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APPENDIXA 

ASSESSING POLICE I COMMUNITY RELATION'S 

Candid, thoughtful consideration of the following questions will assist the police ad­
ministrator in assessing the multiple relationships among department members, his 
professional and community associates, and the general public. The first group deals with the 
environment of law enforcement in the city; the second with determining both community and 
departmental levels of tension. . 

The Environment of Law Enforcement 

1. Has the city council frequently involved itself in controversies concerning the police 
department? 

2. What is the interest level of the city counGil in the police department? Is it generally 
favorable, generally unfavorable, or largely indifferent to the department? 

These questions indicate the support the department has from the political structure of the 
city. That political perceptions may be inaccurate cannot be cause for the police administrator 
to disregard them - especially since they so often reflect perceptions of the community. A 
knowledge of how the department fares in the minds of political opinion-makers is important 
for corrective action. 

If political perceptions are inaccurate, the department should consider special efforts to 
correct them, such as briefings, activity reports, or position papers on major problems. The 
department must recognize, however, that attitudes (both among politicians and the public) 
are frequently based upon some controversial action the department has taken in the past. 

3. Do citizens often bring complaints against the department before the city council? 
4. What type of complaints are most often leveled against the department? 

a. Slow response time 
b. Unnecessary use of force 
c. Improper arrests 
d. Lack of courtesy 
e. Poor investigation 
f. Other (specify) 

5. Do citizens bring their complaints to the city council because they get no satisfaction 
from the department ... 

a. because they feel the department would not make a full investigation? 
b. Or because they're unfamiliar with proper channels for registering complaints? 

These questions can indicate the department's level of support and whether the citizens are 
satisfied with police services. If citizens are unaware of the complaint procedure, or if they 
have little faith in the department's willingness to investigate, the ,department must make 
every effort to follow through on complaint and make the complaint-processing system highly 
visible. By reviewing the types of complaints leveled against the department, the administrator 
can pinpoint which areas of training and discipline need additionsl emphasis. 

6. Have community groups in high-crime areas established "citizen patrol" teams 
because they feel police protection is failing? 

a. If such groups exist, does the department work with them or doesit resent the 
intrusion? 

When citizens take po./icing into their own hands, they believe something is radically wrong 
with existing services. However, if the functions of a "citizen patrol" are coordinated with 
regular police services (through a neighborhood police auxiliary, or through active liaison) 
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they can prove to be an asset both to police and to the community, for they offer the op­
portunity to utilize citizen concern constructively. 

. 7. I n the event of a community crisis, are there people or groups to whom you can go for 
aid in calming tensions or dispelling rumors? 

The existence of community ;esources to assist police in times of crisis can prevent the 
escalation of tensions and contribute significantly to increased police and community un­
derstanding. Policing is both a police and a public responsibility. When large-scale disruptions 
occur, it is almost impossible for the police to restore order by themselves. If police-community 
relations are not good, the police will have to stand alone and run the risk of further alienating 
the community. 

8. Does the police administration have access to local sources of private money 
(foundations, chambers of commerce, etc.) to finance an important community 
relations effort when city or federal funding is lacking? 

9. Does your city have a private organization that provides benefits to the fClmi:!<?s of 
police officers kil.led in the line of duty? 

A "yes" response to these questions would indicate an important type of support for the 
department. Such suppo'!t can prove invaluable to the department in time of crisis. If the local 
"power structure" can be involved financially, the department may be able to avert further 
escalation of tensions by directing non-police resources to troubled areas of the city. 

The News Media 
10. Have the local news media recently taken editorial positions critical of the depart­

ment's policies or operations and what were the issues? 
a. Unnecessary use of force? 
b. Improper arrests? 
c. Lack of courtesy? 
d. Rising crime rates? 
e. Racial imbalance in personnel? 
f. Police corruption? 
g. Other? 

11. Is your department frequently the object of calls to local radio or television Ijcitizen 
talk shows?" 

The answer to these questions can indicate your departmental image and point to actions 
that are creating resentment within the community. If media criticism is based on 
disagreement with department policy, the department should be less concerned than if it is 
based on inaccurate perceptions. Should the latter be the case, the department should con­
sider the need for a more open press relations' policy. 

The Changing Urban Environment 

The job of policing becomes increasingly difficult in a time of rapid social change, because the 
public has changing expectations of police performances. Conflict between different cultura I 
groups, especially in congested urban areas, makes it imperative that police be sensitive to 
different life-styles and that they make every effort to insure that their practices are not 
misunderstood. 

-12. Are there areas of your city where, due to either population density or culturally 
biased behavior, people congregate qn street corners and stoops during warm 
weather? 

13. Are recreational facilities lacking in som! sections of the City, thereby forcing youth to 
congregate on street corners? 
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14. Do certain areas of your city experience conflicts between roving gangs of youth? 

These questions indicate an environment in which police officers operate with an above­
normal chance for escalating conflict. Police must give specia1 attention to these areas, be 
especia!!y sensitive to prevailing attitudes, and establish regular communication with local 
opin ion leaders. .. .. 

15. What percentage of your city's population IS from minority groups? 
16. Are these groups concentratfld in certain areas of the city? , , 
17. Do these groups have representation in the local government (I,e" elected officials, 

municipal employees, etc.) in proportion to their numbers!, _ , . , 
It is important that the cosmopolitan nature of a city be refletted In Its pttblic agencies, !f 

minority or cultural groups feel alienated from the city government, they are Jrkely to vent theIr 
hostilities on the most visible part of that.government - the police department. 

18. Are the spokesmen for minority groups in your city openly critical of the police 
department? , 

19. Have there been political power struggles among disenfranchised groups In your 
city? .. 

20. Do normal city tensions, minority - group problems, and rumors about politIcal 
struggle5 hold the threat of violence in sections of your city? 

These questions can indicate the problems your department is lik~l~ to encounter .wh~n 
dealing with minority-group members. It is advisable for police adminIstrators to mailltaill 
regular communications with spokesmen for those groups. . 

21. Has there been racial tension within the police department In recent years? 
22, Have there been incidents at roll call or OVer the police radio in which racial slurs or 

political comments have been made by police officers? _ 
Police agencies frequently reflect the composition of the community. However, the d~p~rt­

ment can not hope to deal effectively with racial tensions within its commun,ity when s~mil~r 
tensions pervade the department's ranks and affect its per~ormance. If .ra~lal slurs,. bIas In 

assignments, or other racial practices persist (or are percel~ed as perslstln~), the IIlter~al 
conflict likely to erupt within the department will have a negative effect on police / community 
relations, 

The Department Administration. . . . . 7 

23. Is there a formal procedure within the department for handllllg ~Itlzen complamts, 
24. Are investigation results available to interested community reSidents? . 
25. Does your complaint procedure incorporate a means of appeal beyond the police 

department? . b'I't I 
The existence of a formal complaint mechanism is necessary tD establish accounta I I y. n 

times of crisis, or at any time when the police must take controversial acti?ns, the de~art­
ment's willingness to be open about the complaint-investigation process wlI,1 .have a direct 
bearing on citizen confidence in the actions. When an open complaint process IS abs~nt, !here 
is increased potential for escalating controversy. Failure of the dep~rtment to mailltam ~n 
open system is also indicative of poUce defensivl9ness - t~e baSIS of many community 
relations problems. 

26. Do most arrests for disorde'rly conduct and resisting arrest occur in certain areas of 
the city? 

27. Do minority-grou!1' members account for the majority of those arrested on such 
charges? 

Arrests for disorderly conduct and resisting arrest are good indicators of conflict between 
individuals, community groups, and the police. As indicators, these types of arrests are even 
more significant if most of them occur in highly congElsted areas of the city. In such cases, the 
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potential for escalating violence is a factor with which the police must continually be con­
cerned. Generally, departments having significant numbers of these types of arrests should 
consider special programs to reduce them. 

Service Demands by Type and Area 

28. Does the department's response time to calfs for service vary with the type of call? 
29. Does the department's response time vary significantly in different sectors of the 

city? 

Response time is a frequent factor in citizen complaints against the police. Because it is so 
influential in determining public attitudes toward tile pofjr.e, a department's response time 
should be reviewed frequently, to ensure that variations reflect publicly-set priorities and not 
location. While it is not necessary that all calls be answered with equal dispatch, the depart­
ment can be open to severe criticism if variations occur according to neighborhood. 

30. Are citizens usually willing to cooperate with the police when a5kf;Q to testify in 
court? 

31. Does the number 0'1 resisting-arrest complaints filed by your officers constitute more 
than 3 per cent p1 total arrests for a year? . 

32. Do your police officers encounter hostile groups of onlookers when responding to 
disturbance calls in certain areas? 

33. Has there been a rise in the number of assaults on police officers in recent years? 
34. If so, have these assaults been concentrated in certain areas of the city? 
35. Have some patrolmen, although working the'same areas as others, been the object of 

more frequent assault? 

These questions indicate the degree of recognition for police authority. Resisting-arrest 
incidents indicate problems between certain citizens and the police department - or in­
dividual officers. To pinpoint the problem further, a correlation should be made between 
resisting-arrest r.omplaints and the individual officers involved, to determine whether those 
officers represent a disproportionate share of such actions. 
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APPENDIX B 
SELECTED POLICE POLICIES 

CAMBRIDGE, MASSACHUSETTS POLICE POLICY MANUAL 

USE OF FORCE; WEAPONS 

I. Policy 
The Police Department is given special powers to use force by physical means and by 

firearms and other weapons. With the rapid growth of the country's cities, private citizens 
have increasingly entrusted to law enforcement agencies their rights to use violent force. Not 
to have done so would have continued and perhaps made wors.~ the lawlessness and general 
violence which was common before the appearance and growth of metropolitan police 
departments. 

The stakes for the proper execution of the responsibility to hold weapons and use them only 
with restraint and when necessary are very high. Abuse by police officers of the use of force 
violates the trust the public has given to the police and leads citizens injured or offended by 
such abuse to revoke that trust. Once this happens, people increasingly take matters into their 
own hands and dispense force and violence themselves. Such a situation has disastrous 
consequences for the peace of any modern, civilized community. 

No other area of police work is so sensitive as this or as important to the implementation of 
the Department's peace keeping mission. In no other area is t;.,1 exercise of sound judgment by 
the individual police officer and conformity to Departmental policies and procedures more 
necessary. 
II. Guidelines and Procedures 

A. Firearms 
',1. Use of firearms in particular situations - A police officer is to: 

a. Use only the minimum amount of force which is consistent with ~he ac­
complishment of his duties, and exhaust every other reasonable means of ap­
prehension or defense before resorting to the use of firearms. 

b. Never discharge a firearm in the performance of his duties except under the 
following circumstances: 
l. To defend himself or another from attack which the officer has reasonable 

cause to believe could result in death or serious physical injury. 
2. To apprehend one Who has committed or attempted to commit a felony in the 

officer's presence, providing that the felony involved an actual or threatened 
attack which the officer has reasonable cause to believe could result in death 
or serious bodily injury. 
(Note: If the felony described above is not committed in the officer's presence, 
he is to have sufficient information to know as a virtual certainty that the 
suspect has committed the felony. 

3. To kill a dangerous animal, or an animal that is so badly injured that humanity 
requires its ·removal from further suffering. 

c. Never use firearms to fire a warning shot, or in cases involving only 
misdemeanors. 

2. Reports 
a. Whenever he discharges a firearm, except when practicing with it, submit as soon 

as possible afterwards a written report on a 650 to his commanding officer. 
b. Include in the report: 

(1) The names of the officer and other persons concerned. 
(2) The circumstances under which the firearm was used. 
(3) The nature of the injury inflicted, if any. 
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DAYTON, OHIO POLICE POLICY 
FIREARMS POLICY 

Ohio Statutes limit police officers to the use of MINIMUM force to effect an' arrest. 
MAXIMUM, or DEADLY force, through the use of firearms is to be used ONLY after ALL other 
reasonable means have been exhausted. Deadly force is NEVER to be used on mere suspicion 
that a crime, regardless how serious, has been committed or the person pursued committed 
the suspected crime. 
I. Regulations 

A. An officer' is NEVER to fire at ANY person, animal or thing whenever substantial danger 
exists of striking innocent bystanders. . 

B. An officer is not to discharge firearms in performance of his duties, except under the 
following circumstances, and then ONLY after ALL alternatives have been exha:Jsted. 
1. When it becomes ABSOLUTELY necessary to protect himself, or other persons, from 

death or great bodily harm. Where a SUBSTANTIAL risk exists that the person 
sought will cause death or great bodily harm if his apprehension is delayed. 

2. To effect the prrest of a person who has committed a serious felony such as MUR­
DER, RAPE, ROBBERY, ARSON, or BURGLARY in the commission of which there nas 
been the use, or threatened use of deadly force, or to prevent the escape of such 
felony suspect or to recapture such a felon while attempting to escape. 

3. An officer is to have witnessed the crime or have sufficient information as to know, to 
a virtual certainty, that the suspect sought committed an offense for which the use of 
deadly force is permissable. 

4. To kill a dangerous animal, or one so badly injured humanity requires its removal 
from further suffering. 

5. For target practice at an approved target range. 
C. Firearms are not to be discharged in the following sitlJations: 

1. As a warning shot 
2. At moving or fleeing vehicles EXCEPT as provided for in "I," paragraphs B-1, 2 and 3 

above. 

II. Reporting Procedure When Firearms Are Discflarged 

A. When a member of the Department of Police discharges a firearm, accidentally or in the 
performance of a police duty (other than on an approved target range), he is to act in the 
following manner: . 
1. Make a verbal report to the member's on-duty supervisor, immediately, or as soon as 

time and circumstances permit. This report is to be no later than the conclusion of 
the current tour of duty. When the officer's commanding officer is not on duty at the 
time of discharge, the officer is to notify the ranking officer on duty at the time. 

2. A Special Report, containing a detailed accou.nt of the incident, is to be submitted 
through channels to the Director of Police, 
a. On-Duty officers are to submit this report prior to the conclusion of the tour on 

which the incident occurred. 
. b. Off-Duty officers are to submit this report as soon as circumstances permit, but in 

no event later than sixteen (16) hours after the incident occurred. 
c. In the event the member who discharges a firearm is physically incapacitated or 

fatally injured during the tour and incapable of submitting this report, it is to be 
the responsibility of the member's supervisor to submit as complete a report as 
possible pending further departmental investigation. 
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B. Investigation by Supervisor or Command Officer . 
1. Each incident where a firearm i~ discharged (ta~get ra~ge ex~ep~ed ~ IS to. be 

thoroughly and personally investigated by the discharging. office: s .,mn:ed,ate 
supervisor: When the immediate supervisor is not on duty, the In~estlgatlo~ IS .to be 
conducted by the ranking command officer who is on duty at the time of.the mCldent. 

2. After conducting a thorough, ON SCENE, investigation of .thedclr~ul mdsstanc~sl 
surrounding the incident, the investigating supervisor is to submit ~ etal e. pecla 
Report to the Director of Police, independ~nt of o~he~ reports r~qulred by t~IS order. 

3. The investigating Command or Supervisor officer s r~port IS tO
f 

chontf~/n all ob­
servations and conclusions reached as to whether the discharge 0 t e Irearm was 
justified and within the provision of this order. 

C. Accidental Discharges 

III. Firearms Committee 
A. A committee is hereby established for the purpose of reviewing the circumstances. 

surrounding each incident where a member has discharged a weapon, (target range 

excepted). 
The membership of the committee is to be as follows: 
1. The Assistant Director of Police or his designate is to be the chairman of the com-

mittee. . 
2. The Commander of the Bureau, Section, or Unit where the discharging officer IS 

assigned. 
3. One Supervisory officer of the member who discharged the firearm. 

B. Convening of the Committee 
The committ€e is to be convened by the chairman within a reasonable time after the 
report of a firearm discharge has come to his attention, but not before ALL investigative 
reports are in his possession. 

C. Authority of the Committee .' .' 
1 The committee is authorized to review the circumstances attending each discharge 
. of a firearm, except on an approved target range. In the event· the committee's 

review indicates a violation of the provisions of this policy, they are to make 
recommendations for disciplinary action to the Director of Police. 

2. The Director is to have final authority in all disciplinary actions, and may follow the 
committee's recommendations or disregard them and make his own independent 
decision. 

3. The committee is to make recommendations' for modifications of this policy when 
deemed necessary. These recommendations ar:e to make to the Director of Police. 
Any suggestions, coming from anywhere within the Department of p~lice, for 
changing or modifying this policy are to be reviewed by the Fire~rms Committee and 
then passed on to the Director for his consideration and eval~atlon. . .,. 

4. The committee is to be charged with recognizing when there IS a need for training In 

connection with this policy and the implementation thereof. If they recognize a need 
for such training, they are to make recommendation to the Director. 

IV. Firearms and Ammunition 
A. Carrying of Sidearms 

1. On Duty 
a. While on duty first line supervisors and patrolmen are to carry ONLY blue steel, 

double actio~, Smith & Wesson or Colt revolvers, capable of (iring .38 caliber 
police special ammunition. Barrel length is not to be more than six (~) or less 
than four (4) inches for uniform personnel, and not less than two (2) Inches for 
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plainclothes members. 
b. The above revokes and rescindStRule 50.60 of the Rules and Regulations. 
c. The above revokes and rescinds Section 6-3.9 of the Manual of Procedure and 

Rule 50.42 of the Rules and Regulations. 
B. Auxiliary Weapons 

1. Normal Conditions 
The only auxiliary firearms permitted in departmental vehicles or carried by on-duty 
personnel are to be weapons which have been approved by the Director of Police. 

2. Emergency Conditions 
The ranking command officer at the scene may, if necessary, and after conferring 
with other command officer when possible, authorize the assignment of auxiliary 
firearms. 

3. General Order 15-70 is hereby rescinded. 
V. Firearms Qualifications 

A. In order that the Department meets its responsibility to the public, it is necessary that a 
firm policy be established with regard to firearms training and qualifications. Officers 
who have not displayed minimal competency with their weapons will not be authorized 
by the Department to carry firearms. The fol/owing standards have been developed to 
insure proper firearm;:; competency. 

B. Every sworn officer is to undergo a minimum of two (2) regularly scheduled firearms 
training sessions, under the direction of the Academy Range Staff, per year. A third 
session is to be held for purposes of qualifying to carry' a firearm. 

C. Qualification Requirement . ' 
1. In orderto qualify to carry a sidearm, an officer is to, ANNUALLY, score a minimum of 

60 points on the Practical Pistol Course. 
2. An officer who fails to achieve a minimum o'f 60 on his qualifying round is to report to 

the range at the discretion of the Range Instructor for appropriate additional 
firearms training. 

3. An officer who has not achieved a qualifying round of 60, is to be considered not 
qualified for purposes of this General Order and is to be required to comply with the 
provisions of th is order with respect to additional firearms training and qualification . 

4. Upon completion of a course of instruction to be developed by the Range Instructor, 
an officer is to fire for record in order to qualify to carry a weapon. The additional 
training and firing for record is to be completed within thirty (30) days. Any officer 
unable to qualify is to be considered incompetent to carry i'l firearm. After in­
vestigation, departmental action may includl9, but is not limited to, suspension from 
duty until such time as he qualifies or the filing of charges against the officer for 
incompetency. 

5. Consideration is ro, be given to those officers who cannot fire a qualifying score 
because of medical handicaps. If the handicap is permanent, a decision is riecessary 
to determine if the officer can continue in service; if the handicap is temporary, a 
range of alternatives can be utilized to continue the officer in service. 

6. It is to be the responsibility of the Criminal Justice Center Range Staff to give 
notification to the Division Commander AND the immediate supervisor of any officer 
who fails to qualify. It is to be the responsibility of the immediate supervisor to 
initiate investigative action when an officer does not qualify and submit a report to 
the Director. 

, To assist the Director of Police in accumulating information for a decision, a board of 
officers designated by the Director are to be convened to review the circumstances 
and submit a report of their findings . .The board is not to be continuous, but is to be 
convened when the necessity arises. 

7. The Criminal Justice Center Range Staff is to schedule training and qualifications 
sessions; and each member of the Department is to attend his scheduled sessions. 
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NEW ORLEANS, LOUISIANA POLICE POLICY 

POLICY ON USE OF FIREARMS 

1. This regulation SE'ts forth the Department's policy on the use of firearms by employees of 
the Department. Guldelines established herein shall be applied by superior officers and by the 
Superintendent when making evaluations and judgments in all cases involving the use of 
firearms by employees of the Department. . . 

2. Deadly force is that degree of force which is likely to cause death or serious bodIly harm; 
the discharging of a firearm in the direction of any person constitutes the use of deadly force, 
even if then~ is no intent to kill or to cause serious bodily harm. 

3. Deadly force is not permitted against misdemeanor or ordinance violators. However, 
officers are permitted to use any necessary force, including deadly force, to pl-:')tect themselves 
or other persons from great bodily harm; in such cases it is immaterial whether or not the 
attacker has committed'a felony, a misdemeanor or any crime at all prior to the attack against 

. which force is used. 
4. Warning shots shall not be fired for any purpose. _ 
5. The use of deadly force shall be restricted to the apprehension of perpetrators, who In the 

course of their criminal actions threaten the use of deadly force or apprehensions when of­
ficers believe that the person whose arrest is sought will cause death or serious bodily harm if 
his apprehension is delayed. . 

6. Deadly force shall not be used on mere suspicion that a crime was committed or that the 
person being pursued committed the crime. An officer should have sufficient information to 
know, as a virtual certainty, that the suspect committed an offense for which the use of deadly 
force is allowed. 

7. An officer should not fire at felony suspects when lesser force can be used, when the 
officer believes that the suspect can be apprehended reasonably soon thereafter without the 
use of deadly force or when there is substantial danger to bystanders. The requirement of 
using lesser force, when possible, is a legal rule, however, the other limitations are based on 
sound public policy. To risk the lives of innocent persons for the purpose of apprehending a 
felon cannot be justified. 

68 

? 

~-" ~,- -~--", '"'"- -----""-, --'--rll 
'>1; 

CAMBRI DGE,MASSACHUSETTS POLICE POLICY J~,l~.t\NUAL 
DEMONSTRATIONS 

I. Policy 

The problems posed by public demonstrations are basically similar to the problems which 
police officers face in other areas of field operations. Essentially, the challenge which arises in 
both situations is how to balance the rights of the actors - in this cas.ethe First Amendment 
rights to free speech, to assembly and to the petition of government - and the rights of the 
public - here the rights to free movement, privacy, and freedom from violence. In the 
demonstration situation, the right of both the actors and the non-actors are fundamental, and 
as a result one set of rights cannot be allowed to dominate the other. 

The vitality and permanence of our national institutions depend u'pon the expression and 
demonstration of ideas and the protection of the right to express and demonstrate such, even 
if the ideas are bitterly unpopular. Although in the pressure of the present it is easily forgotten, 
it is impor~ant to keep in mind in this context that many of the ideas which are accepted today 
as central to our way of life'were once considered radical and subversive by many Ameritans. 
But if it weren't for the protections of speech and the right to demonstrate, such movements 
as the drive to outlaw slavery and the achievement of rights for workers to organize unions 
and to bargain collectively would have been snuffed out by the parties then in power. However, 
the same vitality and permanence of our national institutions are threatened when demon­
strations, regardless of the desirability of their cause, are left to run a violent course without 
restraint. From them, chaos can develop in which no rights are respected. In the end it is likely 
that not even the rights of the demonstrators to continue demonstrating would be respected 
due to vigilante action taken against them by private parties enraged at their activities. 

The police role in demonstrations is, literally, as the middle man. It is up to the police as 
agents of the law to inhabit the zone between the demonstrators and others present The 
police guard and protect the rights of the participants, just as they remain ready to respond to 
the breach of non-demonstrators' rights. The police commitment is equally great to both 
parties. Both are part of the public, and only by protecting the demonstrators as well as the 
property owners and un involved citizens is "the public" actually served. 

The tough questions for policemen come when something more than speech is involved in 
the protest and the added factor threatens the rights of free movement or privacy of the 
people in the area. For example, a parade, a group of pcikets, or in a large street meeting may, 
unintentionally, or sometimes intentionally, prevent other people from getting in or out of their 
businesses or homes, or simply stop them from walking or driving through the area. Or, the 
demonstration may be loud and at a plac~ or time whe~e some persons would rather sleep or 
read or work without being disturbed. Under the American system, the rights. of free speech 
and assembly are so important that some incidental interference with the free movement or 
privacy of non-demonstrators is permitted. But there are demonstrations which become illegal 
because of excessive interference with rights of others. Where two legitimate rights conflict, 
there are no simple solutions. 

But it is right that there should be no simple solutions. Police work in a totalitarian country is 
all quite simple: the police carry out the commands of who is in power and the objections of all 
others are just ignored. In a democratic country, however, other considerations enter, namely, 
people's rights, regardless of who is in power. And it is just this difficulty of serving competing 
rights that is the American law enforcement officer's claim to professionalism, for only persons 
specially trained and supervised and possessing a rare sense of fairness and balance can be 
expected to execute this responsibility consistent with democratic principles. 
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II. Guidelines. In a demonstration a police officer is to: 
A. Remain neutral. Give precisely the same treatment to demonstrators whose cause ~s 

obnoxious to, him and to the vast majority of the people as those whose cause ~s 
nationally popular. Once the officer's objectivity is lost or even app~ars to be lost, his 
presence at a demonstration may increase tensions and make the police task even more 

difficult. .' h 
B. Enforce the law. That a demonstration is involved does not mean that violations of t e 

law should be ignored by the police. 
1. Violent conduct. Where a demonstrator uses physical violence upon another person 

or property, promptly make arrest - except in rare circumstances. 
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I. Purpose 

DAYTON, OHIO POLICE POLICY 

MAINTENANCE OF ORDER (DISORDERLY GROUPS) 

One of the more difficult problems confronting our Department has involved the question as. 
to the proper approach we should employ in dealing with situations potentia/iy threatening to 
the community which have not yet escalated to the level of a civil disturbance. Typically, of­
ficers are confronted with groups of people who are congregating in the street who may be 
making loud noises, starting small fires, and interrupting the flow of traffic. Officers face a very 
difficult task in trying to deal with this type of problem, as improper tactics may result in the 
development of a more serious situation. Officers are placed in the difficult position of trying to 
assess the situation from the perspective of preserving community order, as well as consider 
the nature of violations which may be occurring. 

These guidelines have been developed in order that the Department may better cope with 
the problems presented in situations such as those outlined above. Members trom all levels of 
the Department have directly participated in the development of this policy; and much 
thinking from various viewpoints has been included. 

It is important that it be understood that future expC"Iences will require a constant re­
examination of these guidelines, and improvements and modifications will certainly be made. 
Officers assistance in this process is vital in order that appropriate policies are promulgated. 

II. Departmental Objectives 
The Department of Police has the following objectives to achieve to the best of its abifity in a 

potentially threatening situation involving groups of peoplf!. These objectives reflect the 
relative importance of competing interests in disorderly situations and are rank ordered 
below. 

A. Protection of life - Officers have an obligation to piOtect the lives of all persons in the 
community. This is particularly true in situations of mass disorders where the lives of 
innocent persons are placed in jeopardy. 

B. Maintenance of order - Officers should try to preserve the peace and decrease the 
likelihood that disorder may develop when dealing with potentially disruptive situations. 
Officers should determine appropriate responses to problems presented by such 
situations after having considered: 
1. Will an eriforcement action accelerate the likelihood of community disorder? 
2. Will not taking enforcement action accelerate the likelihood of community disorder? 

C. Officers have an obligation to protect property and make apprehensions of persons 
violating property rights when it is possible to do so without placing the lives of innocent 
persons in danger or increasing the likelihood of public disorder. 

III. Policy 
Patrolman responsibilities - The first crew arriving at a scene where roving youths are 

• congregated has the following responsibilities: . 
A. Park cruiser and take up an observation post rather than immediately approaching the 

scene. 
B. Analyze the situation and notify the dispatcher as to the following types of information: 

1. Size of crowd. . 
2. Nature and number of participants as opposed to observers. 
3. Try to determine the group's origination and probable destination. 
4. Determine probable age of participants. 
5. Attitude of crowd and participants. 
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6. Nature of area (e.g., business area, school, residential neighborhood). 
C. Decide what action should be taken. 

1. Where there is no specific complainant nor observed serious violation of law, ob-
serve the~ situation discreetly. 

2. Where there is a specific complaint and where it is determined that the crowd is ~oht 
seeking to engage in violence or destruction, the officer should attempt to talk ~It 
group members about the nature of the complaint. Efforts should be made In a 
positive manner to defuse the problem. An officer shoul.d be c~refu~ to advis~ the 
dispatcher, prior to entering a crowd, of his decision to mingle with a grou~. Offlce:s 
should also consider calling upon Conflict Management personnel for assistance In 

these problems. . 
3. Where the officer determines that there is a likelihood of violence or destruction, he 

should ask the dispatcherior a commanding officer. 
IV. Command Officer's Responsibilities 

A. Commanding officers will respond to high priority situations of this type. 
B. The highest ranking command officer will see to it that an assembly point is established 

and a safe route identified and reported to dispatch for use of incoming officers. 
C. Commanding officers will make strategic decisions regarding police operations only after 

having properly assessed the f::l1uation. 
D. Upon arrival at the scene, the commander will confer with the officers on the SCt,'e and 

then, after observing the situations, weigh the effects of an enforcement action by 
considering: 
1. The likelihood of community disorder. 
2. The safety of his men. 
3. The severity of the law violation. 
4. The resources available. . 

It should be made clear that the police responsibility to preserve the peace may, In 

certain circumstances, require that minor law enforcement violations be weighed 
against the possibility of provoking greater civil disorder. . . . . 

E. After having considered the above information, the commanding officer will consider the 
following tactical responses: 
1. Conflict Resolution Approach - Officers try to defuse potentially disruptive 

situations by communicating and intermingling, in a nonthreatening manner, with 
group members and participants. The emphasis is on developing no~violent 
cooperation as opposed to forcing a confrontation. This approactl calls for officers to 
be conflict mediators and managers, so as to decrease the likelihood of a social 
disturbance. 

2. Selective Deployment Approach - Officers are deployed as needed from a nearby 
ready reserve into situations so that they are in a position to selectively identify and 
apprehend law violators. The objective is to use the minimum number of personnel 
necessary to accomplish an arrest and to direct as little attention as possible to the 
presence of the officers. . ., . 

3. Strategic Withdrawals- Officers should pragmatically recognize that Situations will 
develop where, due to inadequate resources, it is incombent upon those present at 
the scene to withdraw until such time as it is possible to effectively respond. 

4. Civil Disturbance -In the event that a major confrontation develops, wherein there 
is active resistance to lawful orders and serious public disorder, officers should 
proceed according to the Civil Disturbance Policy. 
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CAMBRIDGE, MASSACHUSETTS POLICE POLICY 

FAMILY DISPUTES 
I. Policy 

When the police are called to intervene in a family dispute, the responding police officer 
must remain calm and collected to be able to successfully manage the confused, emotional and 
often dangerous situation. The police role in the family dispute situation is more that of 
mediator, counselor, and peace-maker, than enforcer of the law. Crucial to this role is 
neutrality, tact and patience. 

The stakes riding on the effectiveness of police intervention are high. More homicides are 
committed in the heat of domestic rage than in any other circumstance, and if the police fail to 
cool the present anger and reconcile the disputants, there are likely to be many more future 
calls for police help, and perhaps one requiring the presence of the Medical Examiner. 

The procedures which follow are intended to set out methods of approach that will be of aid 
in successfully responding to domestic dispute calls. Of course, because of the uncertainties 
involved in theseinciderits.l the procedures cannot cover every situation. Inventive responses 
will often be required. 

(Note: While the family dispute is the most difficult kind of dispute for the police officer to 
successfully intervene in, and hence, special guidelines are needed, the priorities 2' r:l 
strategies outlined below to restore calm and to make effective referrals can be usefully ap­
plied to other disputes, too, like barroom tussles, landlord-tenant arguments, etc.) 

II. Procedures 
A First Stage: The Initial Contact. 

The mere entrance of police officers onto the scene of a family dispute always has a great 
impact and usually causes the people to stop their fighting or arguing at least tem­
porarily.lf properly exploited, this impact can be used to lead the people to stop fighting 
altogether. 
The object of the intervention at this stage is to take the displ,ltants' attention away from 
each other and to,direct it toward the police officer in such a way as to allow a breathing 
spell in which tempers may cool, this making a later resolution possible. 
To accomplish this, the police officer is to follow these guidelines: 

1. Here, as at the other stages of the family dispute intervention, be alert for his safety 
and take precautions to protect himself. 

2. Upon first contact' with the disputants, convey a professionally calm, positive and 
helpful image: 
a. Beforehand, check uniform or other attire: cleanliness and neatness can have an 

important effect at this point. 
b. Introduce himself by giving name and title. 
c. Explain that a call was received, and that he would like to be of assistance. 
d. Avoid profanity, cockiness, or belittlement of the problems. (Even where no crime 

has been committed, the decision to call in the police indicat~~s that someone is 
deeply upset. The goal of the police is to calm such emotions and reconcile the 
parties.) 

e. Don't boss the people around. Particularly if the man of the hous,e is pres'ent and 
involved, one of the easiest ways to get"in serious trouble is to show disrespect of 
him and his family. Always act with respect. 

1. I ndicate neutrality: that as a police officer he is not on the side of the person who 
called, but rather, that he is there to see that there is no danger of serious trouble 
and to be of help. (Since it is frequently the woman of the house who summons 
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the police, upon arrival of the police officer, the rnan of the house commonly sees 
him as an agent of his wife and transfers to the officer the anger he was directing 
against her. Because of this it is crucial to immediately assure the man of com-

plete neutrality.) 
3. If entry onto the premises is refused, don't go away. Be persistent. Knock again. 

Convey to the person that his or her attitude is understood but that it is required of 
the police officer to make sure there is no serious trouble here. Tell the person, 
usually the man, that after a few questions, the police will immediately leave. 
Of course, if there is probable cause to believe that a felony or an arrestable 
misdemeanor has occurred, entry may be forced to make an arrest or to !]lake some 
other appropriate disposition short of arrest. (For guidelines on arrest power 
generally, see the "Arrest" section in this chapter.) Undertake forced entry, 
however, only where there is no reasonable alternative. 

4. Size up the siutation. Pay close attention to the possibility of the use of weapons and 
to the emotional state of the people present. 

B. Second Stage: Restoration of Calm 
Following the positive freezing of the situation by the initial contact, the goal then is to 
restore calm. To achieve this goal, the police officer is to follow these guidelines: 
1. If violence is occuring, physically intervene and arrest, if necessary. If summary 

arrest is needed, it should be made. But avoid arrest if possible. In separating the 
persons involved, make a quick visual survey of the area for objects which could be 

used as weapons. 
2. Be calm, firm and neutral. Don't shout: by speaking firmly yet softly, the disputants 

will usually moderate their voices, too. 
3. Separate the disputants. Get enough distance between them so that each may relate 

his story individually without interruption. Take them to different rooms if possible. 
At the same time try to always maintain visual contact with the other police officer. 
Where any kind of anger has been displayed, do not take a person into the kitchen; 
there are too many potential weapons there. 

4. Carefully listen to the person's story. This is important for two reasons. First, facts 
may be needed upon which to base a later course of action. Second, the opportunity 
to blow off steam and tell his or her story to an interested third party can, by itself, 
contribute in a major way to the defusing of that person's rage. 
Avoid any display of disinterest. If such is dispayed, the person will be frustrated 
even more and so increase the chance of a violent outbreak. 

5. For disputes involving children or teenagers, avoid the adult tendency to use an 
overbearing attitude in calming or distracting the youth. Treat them as adults. By 
doing so, the youths will feel that they are being approached with respect. 

6. Consider a parent's bitter indictment of his or her child with a little skepticism. Keep 
in mind when attempting to assess the situation that parents frequently use their 
children as scapegoats for their own inadequacies, problems and frustrations. 

7. Never ti'.lke verbal or emotional reactions as personal affronts or as insults to the 
integrity of the Force. Remember that an appearance on the scene allows the 
disputants to blow off steam and that sometimes they Inlow it off at the police officer. 
Also, by being a police officer he is seen as authority, and people may react 
emotionally to the presence of authority in their own home where they expect to be 
in charge. In such situations indicate that there is no intention or purpose to 
challenge the person's authority or to order him or het' around. In any case, observe 
and listen to these episodes when they occur and iry to determine what the un-

derlying causes are. 
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8. When necessary, inform parties of the limits of police authority. Where one party 
demands the arrest of another and there are not sufficient legal grounds for arrest 
s~ch as whe.re a man. in ,his own home is clearly drunk but has not created any 
~ls~urbance.1n the officer s presence, explain to the person demanding arrest the 
limits of police authority in the situation. 

C. Third Stage: Fact Finding 
The purpo~e of this p~ase of the in~ervention is to gather information which will assist in 
the effectlv~ evaluatl?n and ~andl!ng of the problems involved. The police officer is to: 
1. ~sce~t~1n the family relationships between the disputants and others present their 

l~entl~les, and any other facts which may be helpful to an understanding ~f the 
sltuat~on. (The peri~d of relative quiet afforded by the asking and answering of 
questions ca~ contrrbute to a general calming effect.) 

2. Where t~ere IS drunkenn.ess. present, be even more' patient in trying to get the true 
f~cts - If one of the parties IS sober, get the story from him or her. (But even here 
give. the dr.unken p.erson the op~ortunity to give his version. Any fact can be relevant. 
Avo.ld any Impr~sslon of favorrtlsm. Don't sympathize with the drunk's state, for the 
?es~re for s~mpathy cO.nlmonly underlies alcoholism.) Remain professionally ob­
Jective and firm. Determine the extent of the drinking problem. 

3. Where mental illness is indi~ated, also be patient. Make an extra effort to impress 
upo~ the p~rson that the police are there to be of assistance and not to punish. (See 
the ~andllng of the M~~t~IIY.III" s~ction in this chapter for general guidelines.) 

4, Exer.clse tact .and. s~nsltlvlty In asking questions and in the whole approach. This is 
cru~lal to maintaining the position. of imparit.al mediator. Bear in mind that he may 
be In a ~ousehold whe:e the ethniC, economic and social atmosphere may be com­
pletely different from hiS own. Because of this the officer may find himself shocked or 
confused by wh~t he sees or hears. But if he is to be effective, he must remain 
neotral and polite. A couple of suggestions as to approach: 
a. Av?id the use of phrases or expressions which challenge a person's dignity, self­

pnde or respect for his background. 
b. Call the people "Mr." and "Mrs.", or by whatever title they prefer. 
c. U~e,,~?rmal.a~,kin~,and r~~eiv.ing terms, for example, "Please," "Thank you," "Yes, 

sir,. No, .slr, or ~ay I: ThiS can playa role in establishing the needed rapport. 
d. AVOid asking .questlons In suc~ a manner as to give the impression of demanding 

or commanding the needed Information. Make polite requests. 
e. Probe pers?nal type questions only upon the person's willingness to respond. 
f. Be a good listener but avoid being unwisely "taken in." 

5. Maintain an attitude and image of attentive impartiality. 
6. Arrange for an interpreter if possible if the disputants do not speak English or some 

other. language that he knows. But be careful to see that the interpreter is neutral in 
the dispute. Try to get both parties' approval of him. Using other members of' he 
family for interpreting is usually not advisable, due to emotional ties and to a tlen­
dency to interpret to the advantage of the party they favor. 

D. Fourth Stage: Course of Action to Take 
At.ter having established an atmosphere of relative calm, gathered the accounts from the 
dlsputan.ts,. and o?s~rved other significant facts, the next step is to attempt a solution. 
1. Medlatton. Th! j I~ the n~mber one goal of police intervention in famify disputes, and 

e~cept where s~rr~us crrmes have occurred necessitating arrest, all efforts should be 
directed to achieVing a real mediation. Follow these guidelines: 
a. Keep in mind the important role the participants have in deciding on any solution. 

A settlement cannot be imposed. Unless the parties themselves agree that a 
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given solution is a good thing, any agreement between them will quickly disap­
pear after the officer is out of their sight. Ask the disputants what they fee~ t~.ey 
should do: This will enable them to grasp the fact that they have a responsibility 
to thelnselves and their family. Remind them that any real settlement of their 
problems can be reached only by their own initiativ~ and a willingness t~ help 
themselves. Participate in reaching a solution by asking: "What are we gOing to 
do to solve this problem?" 

b. Discover a positive aspect of the home that can be brought to the at~ention of th.e 
disputants. There is always something complimentary tha.t can bel saLd, whether .'t 
be that the children appear well cared for or they act politely, or that the home IS 

neat or whatever. The point of doing this is that when you as an outsider 
recognize some attribute of a home and compliment the people on it, this in­
creases the people's feelings of self-worth an~i it erases some of the em­
barrassment of having the police in their home. Also, where the disputants are 
from the same household, a compliment brings them together, for the pride it 
raises is sometl1ing that is shared. And bringing people together is what you're 
after. You might want to add something like: "Anyone who can take good care of 
children like that can clClrtainly work out minor problems of the type found here." 

c. As to the content of the mediations, this cannot be specified beforehand, 
Essentially what is to be sought is a recognition by each party of how he con­
tributed to the problem and a commitment to solve the problem in other ways 
th.::,m fighting and screaming. Frequently, a referral is called for. 

2. Referrals. Where outside counseling seems advisable, but befo
l 
re SUldggbestin,tg ,a 

referral, carefully consider what the most appropriate refer~a wo.u e. IS 
essential that the disputants be referred only to an a&ency t~at ,IS .equIPRe~ to ~elp 
with the particular problem. A full list of social :::ervice agencIes is In the OperatIons 
Handbook. This should be consulted in making a proper referral. 
As part of the general responsibilities of a Police Officer in this Depart~ent, a 
continuing effort should be make to become famlfiar firsthand with the operatIons of 
various agencies and the personnel as~;ocia>(ed with them. 
a. When making a referral, write down the name of the agency, the add~ess and th.e 

telephone number. If someone at the agency is known personally, wnte d~wn hIs 
or her name too. Parties are much more likely to take advantage of services of­
fered when they have a specific person to ask for upon their arrival at the agency. 

b. If there is a choice between agencies, make the referral to the agency or 
organization closest to the home of the disputants, 

c. Where the disputants or the family have more than one problem and really need 
the services of a number of agencies, determine the most acute problem and 
make an appropriate referral for such. . 

d. Never use referrals as a way to dodge the problem. A useless referral WIll only 
lead to more calls for the same or worse problems. 

3. Temporary Separation. Sometimes as part of a mediation. and .in addi~ion to a
l
-

referral, it may be advisable to separate the parties temporanly while emotions coo. 
Perhaps a friend or a relative living nearby will agree to put one of the people up for, 
a night or two. . _ . _ 

4. Arrest. There are some situations when there IS no reasonabl~ alte~nath've fbf.ut ~o 
arrest for instance where there has been. a serious assault committed 111 teo Icer s 
prese~ce. But as a general guideline, avoi~, if possible,. re~orting to arrest as the 
solution to a family dispute. Too often the bitterness which IS created b~ the arrest 
either makes the situation between the disputants worse or creats a serrous danger 
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fot' the arresting officer due to possible efforts to resist arrest. This last point is 
especially true when a husband or father is arrested in his home: he is upset in the 
first place and if he is taken into custody from his home in front of his family, 
desperate resistance can result. 
It is not uncommon for one of the parties in the heat of the dispute, where any kind of 
assault has occurred, to demand the otht~r's arrest. But it is also not uncommon the 
next day fol/owing arrest for the same person who demanded arrest to refuse to 
cooperate in the prosecution and even criticize the police for having made the arrest 
'in the first place. Being aware of this, wht:m no serious crime has been committed 
and yet one of the parties demands anest, try to discuss with the parties 
ramifiCations of such action, i.e., filing a complaint, court appearance, bail 
proceedings, etc. Use tact in attempting to conv.ince the complainant to be calm and 
logical. Point out the existence of other ways to solve the dispute and that the other 
person (usually the husband) would lose income from not working and that a 
detrimental effect on the children is likely. 
But, as stated above, in some cases arrest is the only alternative. Where it is, the 
norma! arrest pr'ocedures outlined in the "Arn~st" section of this chapter mu::;t be 
·followed. Remember to inform the complainant of his or her responsibilities to in­
stitute and sign ~he complaint and to testify in COllrt. 

E. After Disposition: Notations and Reports 
Following whatever course of action is taken, record in the Memo Book all significant 
facts surrounding the incident and the steps taken, in addition to filing whatever reports, 
forms, etc" as may be otherwise required by current Departmental procedures. 
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CAMBRIDGE, MASSACHUSETTS POLICE POLICY MANUAL 
HANDLING THE MENTALLY ILL 

I. Policy .. 
It is not unusual for the police officer to come Into contact with a person who appare.nt~y 

suffers from what is commonly called "mental illness." When such contacts. are made, It .'S 
common for there to be a good deal of confusion over what is the proper ~olice proced~r~ In 
handling the mentally ill. This section is written to help ease that confusion. by establishing 
specific guidelines and procedures consistent with M.G.L. chapter 123, the baSIC mental health 
law of the Commcnwealth. 

Department policy in regard to the mentally ill consists ofthr~e principl~s: . 
A. Standing alone, mental illness signifies nothing and permits no special police r~sponses. 

A mentally ill person has a perfect right to be left alone so long as he does not violate any 

B. ~:~erson is to be taken involuntarily into police custody by reason of menta! illness 
alone but rather is to be taken into custody only if such person ha~ also .commltte.d an 
arrestable offense, or has demonstrated by ACTS, observed by a pohc~ officer or reliable 
others that he immediately threatens the lives or safety of others or himself. 

C. No one'is to be treated as being mentally ill unless a compelling necessity exists. 
The interest which the first two principles protect is the basic right to be left alOne 

until others are threatened with harm or one's own life is in mortal danger. A man's 
peculiarity does not make him a second class citizen. And, contrary to what was thought 
for many years, mentally ill people as a class are no more dangerous to others than 
mentally "healthy" people. ". '" . .. . 

The third principle recognizes that the label of m~nt.ally III c.ar:les with It a stlg~a 
which is equal to or greater than the stigma of a Criminal convlc~lon. Thus, t,he po"~e 
officer must exercise extreme care in determining that a person IS mentally III, and In 
conforming to the procedures set out below. 

il. Guidelines and Procedures , . . 
A. Recognizing mental illness. It is eS.5ential to make clear that the kind of mentallmbala~ce 

that is the subject of this section is no less than a fundamental derangement of the ml,nd. 
In medical terminology, a person who suffers from this condition is c~lIed "psychotic.' I 
Although often such mental illness is quite easily recognized, there will be ~Imes when, 
for the purpose of the procedures and guidelines wh.ich ~ollow, t~ere will be d~ubt 
whether the condition is present. T0 help the police offIcer In a particular cas~, he IS to 
keep in mind that there are two things to look fOJ:. Together they form an index of 
suspici0n" of mental illness: . 
1. That in response to questions or conversations the person doesn't make sense; I.e., 

his conversation is confused, disjOinted, etc. 
2. That the person does not know his name, the date, where he lives, and where he is at 

the moment. 
If in addition to other suspicions that a person may be mentally ill the o~ficer observ~s 
that the person "dt1esn't make sense" and that he is unaware of who he IS, where h~ I,S, 
etc., he may conclude for the purpose of his duties as a police officer that the person IS III 

fact ,mentally m. . 
B. General Approach. Whenever in contact with a person whom he rec~gnl~es to ?e:-.men­

tally ill, a police offi,cer is to follow this guideline to avoid unnecessary III-WIll or dIffIculty: 
1. Be honest and never try to deceive or trick the person.. ., 
2. Don't hurry. The more time spent with the person to achieve the officer s purpose 

78 

! 
i I 
i l 
Ii 

11 
if 
\1 
II 
1 J 
i I I, 
1, 

! t , . 
~. "~ 
1,\ 
I I 
I [ n 
Ii 

11 • I 
I' i I 
Ii 
II 
II 
1 \ 

i 1 
j'1 

H Ii ,:I 

the better. 
3. Be polite and respectful. Do not abuse. 
4. Over all, try to establish, even if for the short time period involved, a relationship of 

concern and understanding. 

Through this approach the officer can more easily make an evaluation by observation 
and inquiries and on the basis of that evaluation make a further decision as to ap­
propriate action. 

C. Steps short of taking the person into custody. 
1. Getting the person to accept a voluntary referral. Situations where contact is made 

with people who are mentally ill are endlessly varied. Perhaps the contact may arise 
out of a nom!!; uneventful incident on the street or during a family dispute call. In 
most of these :::~I..,dtions no special steps are required other than to be extra patient 
and calm. However, where the officer is convinced that the person is quite seriously 
disturbed and in possible danger to himself or others, he is to tactfully inform the 
person that the Psychiatry Department at the City Hospital is equipped to handle his 
problems and that, if the person wishes, a police conveyance can be arranged to the 
Hospital. (The Psychiatry staff are available 24 hours a day in the Hospital and the 
staff will be summoned whenever the police bring a mental patient to the Emergency 
Room ... ) 

2. When the person refuses to cooperate. If the person refuses to cooperate and if 
becalJs~ of his mental illness, the officer is concerned for his and others' welfare, and 
if his other police duties allow, he is encouraged to call the Hospital himseif and get 
t~e benefit of the staff's advice; The Psychiatry Department has agreed to provide 
such a service to the Police Department whenever the need arises. If the situation 
merits it, request the Psychiatry Department to dispatch a qualified person to where 
the officer is to give on-tile-spot clinical assistance. This type of assistance cannot 
always be given, and is usually available only during the day, but if personnel are 
available, the Psychiatry Department has pledged cooperation. Finally, if adult 
members of the person's family or the person's guardian are known to him, the of­
ficer may want to contact them and suggest that they try to influence the person to 
seek care. 

D. Taking the mentally ill person into custody. This is a drastic step and should be un­
dertaken only in strict compliance with the procedures which follow. The policy con­
siderations referred to earlier demand this restraint. 
1. As a matter of law and Departmental policy there are four and only four situations in 

which a mentally ill person may be taken into custody: 
a. If he committed a crime for which under normal circumstances he would be 

arrested. 

b, Where from acts observed by the officer or relia ble others the officer believes the 
person poses a substantial risk of physical harm to other persons as manifested 
by evidence that others are placed in reasonable fear of violent behavior and 
serious physical harm to them. 

c. From acts observed by the officer or reliable others the officer believes the person 
poses a very substantial risk of physical impairment or injury to himself as 
manifested by evidence that his judgmont is so affected that he is unable to0 
protect himself in the community and that reasonable provision for-his protection 
is not available in the commun,ty . 

d. Where from acts observed by the officer or reliable others, the person demon­
strates a substantial risk of physical harm to,himself as manifested by evidence of 
threats of, or attempts at, suicide or serious bodily harm. 
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2. Where one of these situations exists and it is concluded that the person must be 
taken into custody, seek to convince him to come voluntarily and peacefully. 

3. If it can be arranged for someone from the staff of the City Hospital Psychiatry 
Department to come to the scene, do this, provided the person himself or others­
would not be placed in danger by the delay. 

4. If these measures fail or are impractical, restrain the person. In restraining the 
person, use only as much force as is absolutely necessary. 

E. After the mentally ill person is in ,·stody. 
1. Without delay notify the Station House of the action taken. 
2. Immediately transport the person in custody to the City Hospital Emergency Room 

regardless of the hour. 
3. Once there and once the Psychiatry staff is summoned, inform the staff of the cir­

cumstances which led him to act as he did. Cooperate in all ways with the staff, for it 
is the staff which makes the judgment whether the person requires compulsory 
hospitalization. 

4. Police responsibility for the mentally ill person ends when the person has been 
delivered to the Hospital and the staff has been informed of all significant facts. 
However, if the person had committed a crime for which he 'liould have been 
arrested in the usual fashion had mental illness not been suspected, inform the staff 
at the Hospital that if they decide to release the person, he is to be released only to 
the Police. 

F. Confidentiality. Protect the identity of any person taken into custody in accordance with 
these procedures. Do not divulge such name to any person, including ot~er members of 
the Force not involved in the case, except as dictated by law or in the course of official 
proceedings. 

G. Civil liability of police officers. Section 22 of Chapter 123 of the Massachusetts General 
Laws provides that a police officer who in good faith follows procedures such as these is 
immune from civil suit for damages arising out of his effort to hospitalize a person who he 
believes to pose a likelihood of serious harm to himself or others by reason of mental 
illness. 
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CAMBRIDGE, MASSACHUSETTS POLICE POLICY MANUAL 

THE DECISION NOT TO ARREST 
Th~re a:e circumstances where although there are grounds for a lawful arrest, better police 

practice dictates that the offender not be arrested. However, in most cases, it is not the role of 
a police officer to decide whether an offense should be prosecuted: that is the responsibility of 
the court prosecutor. So any decision not to arrest must be reached only after the officer has 
carefully weighed the following guidelines: 

It is acceptable police practice not to arrest only: 
1. When the arrest would cause a greater risk of harm to the general public than the 

offending conduct did and than the offender's remaining on the street would. For 
example, in crowd situations a police officer's. decision to arrest may aggravate 
tension and lead to a riot or other serious disorder. There are situations where police 
re.sources are stretched to their limit, e.g., on a particularly busy night, arrests for 
mlllor offenses would take up Dfficers' time to the point that they could not respond 
to really serious ~rimes. Remember that even though there is no arrest at the time 
the offense is committed, at a later date the officer may go to court and swear out a 
complaint against the offender. 

2. When the arrest would cause harm or embarrassment' to an offender who poses no 
threat of danger to the public. The following are examples of this kind·of situation: 
a. The minor far"'" dispute where tempers will pass by mQrning. 
b. The intoxicat, .~1 person who is harmless and at most needs a little assistance 

home. 
c. The j~venile of:ender whose wrong doing would best be handled through informal 

warnings, adVIce, etc., and a talk with thl1 parents. In this way, getting a record of 
any kind can be avoided. 

As mentioned above, a decision not to arrest when there are grounds for arrest is con­
sidered good police practice only in the special circumstances given. Consequently, if there is 
doubt that those circumstances exist and if a supervisory officer is not readily available, 
·arrest. 
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DAYTON, OHIO POLICE POLICY 

DETOXIFICATION CENTER 

Policy 
The chronic alcoholic has long been a problem, taking up valuable time of beat crews and 

wagons. Officers are well aware that our traditional actio~ of arres~ and court ~ppearances ~as 
not helped in dealing with this problem. Chronic alcoholism requires p.rofesslonal h.e!p which 
cannot be received in thl3 jailor workhouse. In order to help us deal with the repetitive tran­
sportation problem and to give needed professional help to the chronic alcoholic, the following 
program has been started. . 

A Detoxification Center has been opened in Building 25 of the Dayton State Hospital. The 
Center is funded and operated by the Dayton Area Council on Alcoholism and Drug Abuse 
(DACADA). The Center will provide medical treatment during a ':drying out" period which will 
be followed by a rehabilitation program. The Center currently IS abl8 to handle 25 men for 
"drying out." The rehabilitation facility can also accommodate 25 .. 

In order to facilitate the implementation of this program, all officers are encouraged to take 
chronic alcoholics to the Detoxification Center for treatment. 

The Center is currently funded for one year and further funding depends on the use we 
make of this facility. Criticism and comments concerning the activities, programs and the 
running of the Center is encouraged by both this department and DACADA. Necessary 
changes and modifications to make this program work can be made only when the beat of­
ficers provide information as to the effectiveness and operation of the program. 
Procedure 

An officer who observes a person known by him to be a habitual drunk should proceed as 
follows: 

1. Frisk: Whenever an officer places an intoxicated subject into the cruiser, he should frisk 
the subject by pressing and squeezing the subject's outer clothing to determine whether 
the intoxicated person has weapons which might be used against the officer. 
a. If, while frisking, the officer feels something which might be a weapon or used as a 

weapon, he may reach into the subject's clothes and remove the item for 
examination. .' 

b. If a weapon is discovered, it may be held until the removal IS completed. If the 
weapon is unlawfully possesser the subject should be arrested .h1d removed to the 
city jail and booked for carrying a concealed weapon and related offenses. 

c. If, in a legitimate search of what you believe to be a weapon, you discover contraband 
or other evidence of crime, your limited search is legitimate and you may have 
probable cause to arrest. . 

d. A protective frisk must not be used as a pretext to search for eVidence. You must 
have reason to fear for your safety or fear the safety of others before such action can 
be initiated. . 

2. Persons the Detoxification Center will accept for treatment: The Center will accept any 
individual who is a habitual or chronic alcoholic or who is a problem drinker. 
a. If an intoxicated person is disorderly, violent, or resists the officers, the subject 

should be arrested for public intoxication and any other appropriate charges and 
booked into the city jail. 

b. Commitment to the Detoxification Center is voluntary unless ordered by a court. The 
officer should ask the subject if he wants to go to the Center. If the intoxicated 
person refuses to go to the Center or if (2::1) is applicable, he will be arrested and 
booked into the city jail. 

c. When a removal is made to the Detoxification Center, the crew should fill out a 
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. ' Detoxification Center Removal Card (F-1420AC) and an Intoxification Report (A-
117) for our own activity records. The Center has also requested that when an in­
toxicated person is 2"ought to the Center, the transporting crews names and crew 
number be left at the intake desk. This information will be used strictly for statistical 
information by the Center. 

3. Release on own recognizance to Detoxification Center: It is recognized that situations 
arise in the jail whereby special treatment is seemingly required for the humane han­
dling of intoxicated subjects 
a. Officers with the rank of lieutenant or higher are authorized to release on their own 

recognizance'nonviolent intoxicated persons who are confined in the jail so that they 
can receive treatment at the Detoxification Center. 

b. Intoxicated subjects who are non-violent and .who appear to jail personnel to be 
suffering from delirium tremens or similar alcohol related illnesses are to so advise 
the on-duty Field Services Bureau Lieutenant and request his review of the 
situation. 

4. The Detoxification Center will be open 7 days a week, 24 hours a day and unless you are 
notified otherwise, the Center will take all referrals by this department. 
In the event that the Center is full and cannot accept any more patients, the Center will 
notify Records Section who will, in turn, make a bi'oadcast notifying all crews that the 
Center is full. When such a broadcast is made, all intoxicated persons will be arrested 
and booked into the Gity jail. 

5. In the event that any officer has a problem getting an intoxicated person into the Center, 
or if he experiences any problems with the Center or its staff, he should notify his 
Sergeant in writing of the proble'm and it will immediately be followed up. 

6. Officers are encouraged to inform citizens that the Center will admit chronic alcoholics 
and problem drinkers who voluntarily seek admission if space is available. Tran­
sportation by the Department of Police to the Center is not prerequisite to admittance. 
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DAYTON, OHIO POLICE POLICY 

PORNOGRAPHY 

The following policy establishes the Department's position regarding the initiation and in­
vestigation of alleged pornography. 
I. Background Information 

A. The Police Dilemma 
As police officers, we are sworn to uphold the Constitution of the United States as well as 
the statutes of the State. In the determination of pornography, the question is usually 
whether the material is protected by the Constitution or is unlawful under the State 
statutes. 
It is not realistic to expect us to make proper decisions in this area where the courts 
throughout the nation have been particularly unsuccessful in developing an enforceable 
standard. 
By means of this policy the Department intends to fulfill its obligations to the Con­
stitut:Dnal protections of the First Amendment and its obligations to support the State 
statutes. 

B. Community Morals 
It is inaccurate and unrealistic to assert that Police Officers embody a "Moral sense of 
Community." Policemen should not be expected to determine what adults may see or 
read or perform as a community censor. 
It is essential that community citizens become directly involved in litigation in which 
such matters are resolved, and that determinations as to prosecutions for pornography 
not be left exclusively in our hands. 

C. Police Resources 
The Department's manpower position is continuing to deteriorate due to austerity at a 
time when our community is plagued with violent crime, narcotics, and property crime. 
It is not justifiable for the Department to regularly allocate police resources to in­
vestigate and prosecute persons for such a low-priority problem as pornography. 

II. The Citizens Role 
A. Citizens who believe they have observed a statute being broken are responsible for 

coming to the Organized Crime Unit of the Department. 
B. The citizen-complainant must be prepared to establish probable cause to support their 

allegation that a violation has occurred and must be willing to sign affidavits for the 
purpose of securing arrest and / or search warrants. 

C. The citizen or citizens must be prepared to testify in all judicial proceedings relative to 
the alleged violation. 

III. The Police Role 
A. The Department's Organized Crime Unit is responsible for rendering assistance to 

citizen-complainants. 
B. Citizen-complainants are to be ~ssisted in the preparation of affidavits, consulting with 

the prosecutor and the securing,t)f arrest and search warrants. 
C. Departmental' officers are to execute all warrants and to assist the citizen-complainant in 

the collection and preservation of evidence. 

Successful police operations require an active partnership between community citizens and 
police officers. It is hoped that this policy with its shared responsibilities for both citizen­
complainants and the police department will further the development of such a partnership. 
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DAYTON, OHIO POLICE POLICY 

TRAFFIC TICKETING 

. It h.as been brought to my att~n~ion that the ~~pa~tment policy with respect to parking 
violations on the part o! truckers IS m need of c1anflcatlon. City Ordinance No. 265-3 provides 
that each m.etered ~arklng space that is occupied by a vehicle is to be paid for by the owner of 
the occuPYing vehicle. 

" In,the past w~ ha~e had an informal.policy of allowing vehicles to briefly occupy m3rked 
delivery zones which have been deSignated for truckers to use in making deliveries. It 

shoul~ be noted that these "delivery zones" have not been equipped with meters as it has not 
been. Intended ~hat persons loading and unloading freight be required to abide by normal 
parking regulations. 

. As a ~onsequence of.being un~ble to u.tilize the designated "delivery zones", it is frequently 
Impossible for true delivery vehicles to find exempt, convenient, delivery space; and truckers 
have been forced to use the less convenient, metered zones. ' 

Due to the limited man'power situation confronting this Department, W£ are unable to 
adequatel~ r.egulate and enforc~ all.of the ordinances with regards to park'lng in the City;' and 
t~erefo,re, It I.S necessary that gUidelines be developed to assist officers in the exercise of their 
discretion with regards to enforcement. 

Officers coming upon a truck in violation of the parking ordinances, due to the expiration of a 
meter or meters, should evaluate the circumstances prior to issuing a citation. Officers are 
enc?uraged to .overlook violations which occur due to the inability of a trucker to park in 
deSignated delivery zones for the reasons expressed above. 

Officers ~~ming u~on truckers failing to place coins in meters alongside of their vehicles 
~her~ no vIsible loading or unloading of freight is occurring are to consider the vehicle to be in 
violation for each expirecj meter which is alongside of a space occupied by the vehicle. 
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CAMBRIDGE, MASSACHUSETTS POLICE POLICY MANUAL 

HANDLING OF JUVENILES 

A "juvenile" is defined in Massachusetts crimina! law as anyone between the ages of 7 and 
17. Children younger than seven are considered beneath the age of criminal responsibility, 
and persons who commit crimes when they are seventeen and over are treated as adults. 

In Massachusetts juvenile offenders are treated specially because of the feeling that since 
their characters ,are not yet completely formed, they can be influenced to lead law-abiding 
lives more easily than aC:ult offenders. ' 

, Special juvenVe procedures are also provided because of the ,beli~f that since young of­
fenders are not ,capable of being fully responsible for their acts in the adult sense, those acts 
are less blameworthy. 

Handling juveniles poses particular challenges for the police because of the law's requiring 
certain special procedures and, furthermore, because of the sensitivity of the relationship 
between young people and police and the stakes that ride upon that relationship's being a 
constructive one. This section concerns the laws, policies, procedures and guidelines that are 
to be followed when members of the Force deal with juveniles. 

A. The reaction to authority 
Police officers symboiize authority to the public. Whether or not he wears a uniform and 
a badge, others view him as the law, and because of this, frequently see him as a living 
reminder that they shouldn't do certain things. \ 
For most people, the presence of authority poses no problems. They see law and 
authority as a necessary fact of life. But for a number of people the mere existence of 
authority makes them act in strange, frequently deviant ways. Some feel the need to test 
that authority and rebel against .t. Others defy authority as a means of drawing attention 
to themselves and feeling important and powerful. 
Juveniles often exhibit such traits. This is because, after about age twelve, children 
generally begin to feel independent and want to assert themselves from dependence on 
their parents cr others and yet at the same time often have real doubts about their 
ability to get on. This is the period when the familiar family problems develop between 
father and son, motlier and daughter. The disrespectful t€:enager and the frustrated, 
worried parent is a scene as old as time. 
The police are affected by this problem because, outside: of the home, it is the police, 
along with perhaps the teachers, who are seen by young teenagers as stand-ins for their 
parents. Not surprisingly, the police share the uncomfortable exp~rience of frequently 
having a very hard time with the juvenile who wants to defy authority or for some other 
reason to draw attention to himself by challenging the law. 

B. Groups and gangs 
This common tendency of teenagers to resist authority is made more difficult for the 
police officer by the fact that youths frequently associate together in groups. When 
among their own friends, young people may become even more independent and 
assertive and less concerned with conforming their behavior to a standard set by others. 
It often seems that within a group each member tries to out-do the others in displaying 
his independence and strength. And not infrequently this leads to breaking the law. The 
defiant fifteen year old who warns his father "You can't tell me what to do!", will smash a 
store window when with a gang of his friends just to show them that not only his father 
but also the police can't tell him what to do. 

C. Reforming the juvenile offender 
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It i~ early participatbn in crime which usually leads to the acquaintances and ex­
penences that form the basis for a hardened criminal career. Today's surly fourteen year 
?'d petty.offender too ~requently becomes the armed felon of five years from now _ 
Indeed, wIth. f~Vof exc~ptlons, every inmate of Walpole was once a juvenile offender. 
Most of the inItIal cnme com~itted by juveniles is a result of children learning the habits 
of those a~ound them - their fathers, older brothers, friends, etc. At such an age, any 
real c~mmltment. or deep psychological inclination to crimina! activity is rare. Rather the 
youth IS responding to the situation in which he finds himself in the ways he has either 
been taught or which he has personally observed and imitated. 
U~u~lIy a youth at this stage is fully capable of changing his ways and becoming a law 
ab/dln.g man or woman. What is required is for the youth to be shown and understand 
that, literally, ':cri~e ?oesn't pay." In other words, that the happiness and satisfaction 
tha~ he ~opes tor '~ hIs present and future life will be'much harder, if not impossible, to 
achieve If he continues to break the law. 
To do this .is a big task, of course, and taking all things into consideration, the police can 
O~ly ~ontrlb~te S? m.uch. The ~rucial influences are beyond police control, namely the 
youth s family, his C1r:cle of friends, his teachers and the others with whom he has 
every~~y contact. But the police do have some impact, and this impact can sometimes be 
th.e cntlcal factor in leading a once or twice offending juvenile away from his habit or 
crime. 

D. Specific guidelines 

From what has been said ab~ve s~me general guidelines can be given for police conduct. 
Although easy to put down In print or to say, they can be difficult to carry out on the 
street: 
1. Don't play the juveniles' game of setting the policeman up as the rigid and 

unreasonable agent of authority. Be diJegent in the apprehension of juvenile of­
f::mders, of course, but in all other dealings with juveniles, discriminate between the 
a~tually dangerous and perhaps sick offenders and those youths who are testing you 
either because they want to display their strength and manliness or because they 
are following the example of others. . 
Ne~er take. ~ersonal o!fense and react simply because a youth or group of youths 
defies or ridIcules police authority. 
~bov~ all, remember what it was like to be at that age and show that the law isn't 
infleXIble and unsympathetic as some would like to think. 

2. If a juvenile h~s been caugh~ for having committed an offense and he's been released 
whethe~ on hiS. own r~cogl1lzance, on probation, from DYS, or Whatever, avoid the 
temptation to smgle him out for suspicion whenever a later criminal incident occurs 
unless, of course, there is real evidence against him. ' 
The juvenile at that point can easily go one way or the other to a further criminal 
career ?r.to a la~ abiding one. The police response to him can be very influential in 
determining whIch way, and it is said frequently that if you treat someone as a 
criminal, before long he'll act like a criminal. 

3. Don't treat juveniles as "second class citi?:ens." Of course, young persons must be 
handled di!ferently than forty year olds, but they are entitled to the same respect 
and restramt as adults. The major Constitutional and civil rights of free speech 
assembly and association and protections against arbitrary searches 'or arrests ar~ 
held by juveniles as well as by older people. 
Nothing humiliates and angers a young person more than being treated "like a kid." 
But on the other hand, nothing will contribute more to good will between a young 
person and a police officer than the officer's respectful conduct toward him. 
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4. Remember that the contacts and experiences which a juvenile has with the police 
importantly influence how that juvenile will later view the police, and to a significant 
degree, all ~other lawful authority. 

II. Massachusetts Juvenile Law 
In Ma~"'achusetts as in most other states, separate system of disPensing justice is 

established for juveniles. This system, including the rules and procedures which govern 
police handling of juveniles and judicial proceedings for juveniles is set out in M.G.l. 
chapter 119. 

The philosophy behind Chapter 119 is that juvenile offenders can and ought to be 
helped and guided and that adult criminal proceedings and sanctions in most cases are 
inappropriate for this purpose. Of course, those parts of the adult criminal law which 
protect the interests of the offender, such as the Constitutional rights to silence, the 
provision of counsel, a fair trail and notice of specific charges upon arrest are applicable 
to juveniles also. 

A. The delinquent child 
There is no such thing as a separate category of juvenile offenses. However, Chapter 
119 52 provides that one "between seven and seventeen years of age who violates any 
city ordinance or town by-law or who commits any offense against the Commonwealth is 
to be classified as being delinquent." 
As can be seen, this is a very broad definition and on the face of it subjects a juvenile who 
committed a parking offense to the same label of being "delinquent" as one who stabbed 
a man. The latitude of the law is intended to allow a judge after a finding of a delinquency 
to focus on the juvenile himself -his problems, his strengths and his chances of going 
straight - rather than on details of his offense. By doing this the intention is to mold the 
court's disposition to the needs of the juvenile. 
But with this latitude comes a danger. The danger is that juveniles may be brought in or 
found delinquent for minor infractions because the youth is a trouble-maker and there is 
not enough proof to convict him of a serious offense. This kind of abuse is contrary to the 
purpose of Chapter 119. Police officers must not bring in a juvenile for such minor of­
fenses which amount to "technical" delinquencies only. 
Regardless of the type of offense which is behind the allegation of delli1quency, it must 
be proved beyond a reasonable doubt. This is the same standard that governs adult 
criminal convictions (Ch. 119, s. 58). 

B. Rights and procedural protections of juveniles 
1. Constitutional rights 

As said before, juveniles share the same Constitutional protections as adults: What 
this means is that the restraints and obligations upon police action which ar~ set out 
in the st:}ctions of this Chapter on Stops, Arrests, Frisks, Searches and Seizures, 
Questioning and Identification must be followed witll juveniles, tob. The only dif­
ference between field procedures with juveniles and adults is that juver,iles are 
protected even more. For instance: take the situation where a juvenile, after being 
arrested, is handled exactly as required by Departmental procedures surrounding 
questioning. He makes a willing waiver and incriminates himself by what he says. If: 
however, his parents or a probation officer are not present at the time he made the 
waiver, it is likely that a court would find the waiver of his rights to silence and to the 
presence of a lawyer to have been ineffective. Later" in this section a specific 
procedure pertaining to juvenile questioning will be given. 
The operational guideline for juveniles, therefore, is to handle them in the same way 
as adults are handled, except to be even more careful. 

2. Special State P~ocedures 
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Section 67 of Chapter 119 establishes several specific procedures which police 
officers must follow after the arrest of a youth I~ss than seventeen years of age. 
These have been incorporated into the Departmental procedures set out later in this 
chapter. 

III. Procedures 
A. Investigations 

1. Preliminary im'estigations. The age of the suspect does not affect the requirement 
that a complete preliminary investigation should be made at the scene of a crime in 
accordance with regular crime scene procedures. (See the "Crime Scene" section in 
this chapter.) 

2. Follow-up investigations 

a. Under most circumstances when a preliminCiry investigation indicates that the 
offender is a juvenile, detectives assigned to the Juvenile Unit will carryon 
subsequent investigation. 

b. When a member of the B.C.1. is investigating a crime on a follow-up, and it 
becomes apparent that the perpetrato". was a juvenile, the B.C.1. detective shall 
fellow the inve~tigation to its conclusion rather than transfer the case to the 
Juvenile Unit. Exceptions may be made, but only if the Officer in Charge of the 
Juvenile Unit approves the transfer. 

B. Arrests 

1. Decision to arrest. The legal requirements of a valid juvenile arrest are the same as 
for adults. The same amount of proof to establish probable cause is needed. (see the 
"Arrest" section in the chapter.) 

2, After arrest.: Duties of arresting utficer 
a. As soon as a juvenile is arrested, give him his Miranda warnings. (See the section 

in th is chapter.) 
b. Unless the office is closed, contact the Juvenile Unit in CPB immediately upon 

arrival with the juvenile at the Station House. 
c. Make out: 

1) A complaint File Card. 
2) A Juvenile Card 
fully describing the circumstar:lces surrounding the offense and the arrest. Write 
any additional information on a 650, and relay such to the Juvenile Unit. Also, see 
to it that an appropriate entry is made in the Journal. 

d. See to it that the arrested juvenile is fingerprinted, palm printed and 
photographed in accordance with adult procedures. 

e. Immediately notify the parent of the arrest, or if there is no parent, the guardian of. 
the juvenile or the person with whom it is stated that the child resides, and the 
Probation Officer, (Note: The Officer in Charge of the Desk is responsible to see 
that such notification is made.) If it is necessary to return to the street before the 
notifications can be made, the Officer in Charge of the Desk shall do so himself or 
order another member of the Force to do so. In addition to providing for 
notification, the Officer in Charge of the Desk is to make an immediate inquiry 
into the case to ensure that there was proper cause for arrest and th2lt the 
juvenile ~,dS been treated in accordance with the law. 

f. Even after giving the Miranda warnings, do not question a juvenile under arrest 
unloss either his parent / guardian I. person with whom he resides is present. 

g. The formal decision to detain an arrested juvenile pending his hearing should in 
most cases be made by the Probation Officer. Clear any decision to request the 
Probation Officer to make such a decision or to seek detention by court warrant 

89 



, •. ,,11' 

through the Juvenile Unit, or, if that is impossible given the time of the arrest, 
through the Officer in Charg(~ of the Desk. 

3. Preparation of the case for trail; Trial 
The arresting officer is responsible for the preparation of the juvenile case and must 
be present at trial. While a juvenile proceeding is somewhat different from an adult 
trial, it is stili essentially a criminal trial demanding proof beyond a reasonable doubt. 
Consequently, efforts to secure the presence of witnesses and to prepare testimony 
must be the same as for an adult proceeding. 

C. Decision Not to Arrest, Although Grounds for it Existed 
In all such cases, complete a Juvenile Card (and a 650, if necessary to include all the 
facts) giving details surrounding the incident. Communicate such report to the Juvenile 
Unit. Make certain that the Juvenile ,Card and the 650 contain enough information to 
allow the Juvenile Unit to swear out a complaint against the juvenile should the Unit at a 
future time decide that it is necessary to bring the juvenile to trial for the offense for 
which he was not arrested. (Note: Under no circumstances are cases to be "dumped" on 
the Juvenile Unit by officers referring them to the Unit when it is clear that arrest by the 
on-the-street officer is called for.) 
Example: Two youths ;;Ire observed in suspicious circumstances carrying a stereo set 
and television down the street. The police officer stops them. They identify themselves 
and admit to having stolen the goods. 
Action: The youths should be arrested and taken to the Station House by the officer. As 
arresting officer, he is responsible for carrying out the procedures given in other parts of 
this section. If instead of arresting the youths the officer merely returned the goods and 
filed a Juvenile Card and a 650 with the Juvenile Unit, he would be guilty of neglect of 

duty. 
D. Other incidents where a juvenile has acted in a manner dese::ving police attention 

These incidents vary in kind from a youth's continued association with serious offenders 
to being a named suspect in a crime. In all such cases, fill out a Juvenile Card on the 
youth, describing the circumstances which warrant police attention and immediately 
forward such to the Juvenile Unit. (A note of warning: do not fill out a card on a youth .' 
unless there are hard facts which indicate that he deserveS police attention. A mere 
rumor implicating a juvenile is not enough, and the Department wants to a'loid the 
unnecessary labelling of a young person as a potential or actual delinquent.) 

E. Referrals to the Youth Resource Bureau 
The Youth Resource Bureau was established by the City toorovide special non-custodial 
help and guidance to young people who have caused trouble, committed offenses or 
otherwise indicated that they are potential delinquents. For a certain kind of young 
offender the Youth Resource Bureau is designed .to be an alternative to court. All 
referrals to the Bureau from the Police Department must be made exclusively through 
the Crime Prevention Bureau. If a member of the Force concludes that a juvenile who 
has come to his attention would benefit from the Youth Resource Bureau, he should 
submit to the Juvenile Unit a Juvenile Card with a 650 attached suggesting such a 
referral and stating his reasons for it 
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CAMBRIDGE, MASSACHUSETTS POLICE POLICY 

FIELD INTERROGATIONS 

The Massachusetts Law of Stops in Practice 
A. When maya person be stopped? _ 

A person may be stopped if he is abroad and if there is 'reason to suspect' him of 
"unlawful design," i.e., that it is reasonably suspected that he has committed, is' com­
mitting, or is about to commit a crime. 

B. What does "reason to suspect" mean? And how is it demonstrated? 
These words, "reason to suspect," must not be taken lightly. "Reasonable suspicion" is 
clearly more than a mere hunch or unfounded suspicion. At the same time, it is 
something less than the standard "reason to believe" which give' probable cause to 
arrest. As in the case of probable cause to arrest, there is no precise definition. But, as in 
the, arrest situation, 'a justification of the stop may be later demanded. Some of the \ 
factors which when taken together may constitute reasonable suspicion and, therefor 
uphold a stop are. 
1. the subject's appearance: Does he fit the general or partial description of a person 

wanted for a known offense? 
2. Proximity to the scene of a crime: Is he near the area soon after the crime occurred? 
3. Subject's actions: Is he running? from the scene of the crime? from an area where 

there is an unexplained body (unconscious, beaten or dead), or where there is 
evidence of forcible entry into a bL!ilding? Is he behaving suspiciously? If so, in what 
way? Was there any relevant conversation overheard? 

4. Prior record and reputation of subject: Has he a prior record? For offenses like the 
one that just occurred or which you suspected is about to be committed? 

5. Time and place observed: Is it a very late hour? Is it usual for people to be in the 
area at this time? Is the area know for criminal activity? 

6. Objects in the subject's possession: Is he carrying anything? Are there bulges in his 
clothing? < 

7. Subject's companions: Is their conduct "reasonably suspicious?" 
8. Police training and experience: Does the conduct observed resemble the pattern or 

modus operandi followed in a certain kind of criminal activity? 
C. Examples of persons who may reasonably be suspected although probclble cause may not 

yet exist are: 
1. A person who in some specific ways - beyond that of race - fits the description of a 

perpetrator gained from a victim, from police headquatters or from other reasonably 
reliable sources of information. 

2. A person running from the scene immediately after a crime has taken place. 
3. A person fleeing an area where there is an unexplained body I. unconscious, beaten 

or dead) or where there is evidence of forcible entry into a building. 
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DAYTON 1 OHIO POLICE POLICY 

FRESH PURSUIT POLICY 

I. Introduction 
This General Ord,er represents the Dayton Police Department's policy concerning Fresh 

Pursuit of a motor vehicle. It is the product of a task force composed of four citizens and four 
officers. Further input was provided by personnel at the dispatch post and Command per-

sonnel. 
A. Definition: 

Fresh Pursuit is defined in the following manner: "An active attempt by a law en­
forcement officer, on duty, in a police cruiser, using audio and visual emergency 
equipment, to apprehend one or more occupants of a moving vehicle, providing the 
driver of such vehicle is aware of the attempt and is resisting apprehension by main­
taining or increasing his speed or by ignoring the law officer's attempt to stop him." 

B. Considerations: 
Fresh Pursuit must be considered as a very serious matter. When a police officer 
initiates pursuit of a fleeing vehicle, he may have a tendency to consider only himself and 
the occupants of the fleeing vehicle. This is not adequate. It must be remembered that 
other citizens using public highways do not expect their travel to be interrupted by a 
high-speed chase and may become involved in an accident due to overreaction. Also, 
children playing on the side of a street are likety to be drawn toward a police car whth a 
siren and red light in operation. Fresh Pursuit is one of the most dangerous tasks police 
officers are asked to perform. Death or permanent injury to police officers or citizens can 
result without warning. The seriousness of the possible outcome of a Fresh Pursuit 
commands a police officer to weigh many factors when deciding whether or not to chase 
in the name of the citizens he is serving. Some of the specific questions officers must ask 
themselves when deciding whether or not to pursue include: 
1. Does the seriousness of the crime warrant a chase at unsafe speeds? 
2. What is the possibili·ty of apprehensions? 
3. Will the pursuit take place on residential streets, a business district, or a freeway? 
4. What are the traffic conditions? 
5, What are the weather conditions? 
6, What condition is the cruiser in? 
7, Is the pursuing officer alone or does he have the assistance of another o'fficer? 

IT IS NOT POSSIBLE TO SATISFACTORILY EXERCISE DISCRETION WITHOUT FIRST 
CONSIDERING THE ABOVE QUESTIONS. 
II. Officer Liability 

In the instant that the pursuit decision is made, the safety of all concerned must be con­
sidered. It is important that an officer weigh the serio~sness of the offense which has been 
committed against the hazards present to the health and welfare of citizens who might be 
affected by the chase. If pursuit is initiated, a continuous balancing of seriousness versus 
public safety is mandatory. THE DEPARTMENT EXPECTS AN OFFICER TO TERMINJ.\TE HIS 
INVOLVEMENT IN FRESH PURSUIT WHENEVER THE RISKS TO HIS OWN SAFETY AND THE 
SAFETY OF OTHERS OUTWEIGHS THE DANGER TO THE COMMUNITY IF THE SUSPECT IS 
NOT APPREHENDED. This appears to be the criteria the court considers important in 
determining the "emergency" status of a pursuit. 

An officer who tiecomes involved in a traffic accident while attempting to over take fleeing 
subjects may be civilly sued for all damages to persons and property resulting from the of-
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ficer's negligence unless he is exempted from such liability under the terms of O.R.C. 701.02. 
This ~tatute provides that "policemen shall not be personally liable for damages for injury to 

persons or property and for death caused while engaged in the operation of a motor vehicle 
while responding to an emergency calL" The important determination which must be made in 
every incident in which an officer attempts to invoke O.R.C. 701.02 is whether or not he was on 
an "emergency calL" 

The Ohio Courts have interpreted "emergency call" most ambiguously, and the Department 
cannot provide officers with a definitive statement of its meaning. 

A legal opinion from the City Attorney has been received to the effect that in his opinion 
officers who are attempting to apprehend VIOLATORS are on an "emergency calL" 

The following guidelines have been developed by the Department so as to minimize officers' 
legal liability. 

A. Calls to Duty 
An officer who receives a dispatched call, a telephoned'call or a personal outcry in­
forming him of "trouble," a "disturbance," or an "emergency" and who becomes in­
volved in an accident while en route to answering the cail, is protected by O.R.C. 701.02 
regardless of any negligent behavior on his part. An officer who has not received such a 
"call to duty" who is not immediately responding to such a call, is outside the scope of 
the statute. 

B. Felony Violators 
Although there is no case law directly on point, the Department and the City Attorney 
believe that language in the cases makes it likely that officers who become involved in an 
automoblile accident while attempting to overtake a fleeing subject for whom there is 
probable cause to arrest, are protected by the statute as being on an er ' ~ency call. If 
no other means of apprehension are likely to be successful, the Dayton ,'vi ice Depart­
ment does expect an officer to attempt to overtake and stop such felony violators. 
However, once pursuit is initiated, seriousness of offense must continually be balanced 
against public safety in determining whether or not to continue the pursuit. 

C. Misdemeanor and Ordinance Violators 
The statutory protection provided officers who become involved in anutomoblile ac­
cidents while attempting to overtake a fleeing subject who has committed an ordinance 
or misdemeanor violation'is not clear. 
Because the risks involved to innocent third parties and officers outweigh the benefits of 
an overtaking, officers are not to overtake fleeing misdemeanor and ordinance violators 
who refuse to pullover upon command. 
Officers are expected in such circumstances to make every effort to identify such 
violators so that warrants can subsequently be obtained. 

III. Vehicles Qualified to Enter into Fresh Pursuit 
Only vehicles equipped with audio and visual emergency equipment (siren and red light 

visible from at least three directions) are to enter into Fresh Pu;-suit. Further, if a police 
vehicie meets the above stated requirements, it will be the individual officer's duty to be 
reasonably sure his vehicle is mechanically sound before entering into Fresh Pursuit. 

Police vehicles not so equipped are to attempt to maintain visual contact with the fleeing 
vehicle without excessive speed and radio all relevant information to the Dispatcher and 
request immediate assistance. 

Any police officer, while driving any car without emergency audio and visual equipment, is to 
obtain as much relevant information as possible and either radio or if not so equipped, 
telephone the Dispatcher to request assistance. 
IV. Procedure During Fresh Pursuit 

A. Upon initiation of a Fresh Pursuit, the crew involved is to immediately notify the 
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Dispatcher of the fact that he is in pursuit with emergency equipment and h<;;adlights 
operating, the reason for pursuing (offense committed), the location and direction of the 
chase, the vehJcle description if possible, and any other relevant information. 

B. The pursuing officer has the perrogative to terminate a Fresh Pursuit at any time, if in his 
judgment, the risks outweigh the seriousness of the offense or if lives are being unduly 
threatened by the Fresh Pursuit. This also is a part of the officer's "better discretion." 

C. If the pursuing police officer is part of a two· man crew, it will be the responsibility of the 
passenger officer to operate the radio. . 

D. When communicating with the Dispatcher, speak slowly and clearly. The dispatcher must 
be able to properly understand your information to coordinate activities. 

E. Immediately upon receiving information pertaining to a Fresh Pursuit, the Dispatcher wilr 
signify a "Code A" for all crews not in the vicinity of the chase. 

F. By the authority of General Order 8-72 "the Dispatcher position has primary authority 
for crew deployment." In lieu ofthis, the Dispatcher is to assume full command for ac­
tivities of the Fresh Pursuit. If a field supervisor is in the area of the pursuit, the 
Dispatcher is to advise the commander of the situation and he (Dispatcher) will con­
tinue to command and coordinate the Pursuit. 

G. The Dispatcher is to"have the authority to cancel all unnecessary crews out of a pursuit. 
Furthermore, he has authority to call off a chase altogether if, in his judgment, the 
specific risks being taken are out of proportion to the seriousness of the offense com­
mitted. (For example, if the Dispatcher has knowledge of a group gathering in the neigh­
borhood, etc.) 

H. In ALL chases, primary command responsibility is to be vested in the Dispatcher. In those 
instances where a Field Supervisor dGcides to assume responsibility for directing a 
chase, he is to advise the Dispatcher via radio. 

I. No crew is to enter a Fresh Pursuit that was initiated by allother crew unless advised to 
do so by the Dispatcher. The Dispatcher is to control all crew positions by radio. If a crew 
is advised to enter into pursuit, said crew is to report that he is using his audio and visual 
emergency equipment. No more than one crew shall be indirect pursuit at any given 
time. 

J. Roadblocks are not to be set up by assisting crews without clearance from the Dispat­
cher. Roadblocks are very dangerous and are not to be employed except in the most 
serious of offenses. 

K. During a Fresh Pursuit, the Dispatch radio is to be operating by a sworn officer. 
L. No crew is to.enter into Fresh Pursuit with nonsworn personnel in the cruiser. 
M. Neighborhood Assistance Officers are never to enter into Fresh Pursuit. They are to 

refrain from using their radios until the pursuit is terminated. 
V. Duty to Drive With Due Care 

1. Officers are cautioned of their duty to drive with due regard for the safety of all persons 
and property upon the roadway. This duty appHes even though non-emergency vehicles 
are required to yield the right-of-way to emergency and Public safety vehicles. 

2. Officers are also obligated by O.R.C. 4511.03 to slow down as necessary for safety to 
traffic upon approaching a red or stop signal or a stop sign. 
Officers may proceed cautiously past such red or stop Sign or signal if exercising due 
regard for the safety of all persons Lising the street or roadway. 
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! I WASHINGTON, D.C. POLICE POLICY 
FRESH PURSUIT 

B. Fresh Pursuit in the District or! Columbia 

1. It is the policy of this department that fresh pursuit at high speeds is justified only 
when the officer knows or has reasonable ground to believe the violator has com­
mitted or attempted to commit a serious felony. A serious felony is one that involves 
an actual or threatened attack ,which the officer has reasonable cause to believe 
could result in death or serious bodily injury. 

2. It is also the policy of this department that members of the force are permitted to 
resort to fresh pursuit at moderate speeds, if nec~ssary, to apprehend motor vehi~le 
operators who have committed traffic violations, other misdemeanors, or feloriies 
that did not involve an actual or threatened attack which may have resllited in death 
or serious bodily injury. However, in so doing the fresh pursuit must not be con­
ducted at high speed or to the same degree as when attempting to apprehend those 
violators enumerated in part I, paragraph B, above. rm OFFICER, AT ANY TIME, 
SHAll OPERATE AMOBllE UNIT AT A RATE OF SPEED THAT MAY CAUSE HIM TO 
lOSE CONTROL OVER THE OP~RATION AND I OR DIRECTION OF HIS VEHICLE. 

C. Decision, Responsibility, and Method of Fresh Pursuit 
1. The deCision, responsibility, and method of fresh pursuit rest solely with the in­

dividual officer. In deciding, he must exercise sound judgment and carefully consider 
the facts, seriousness of the offense, possible consequences, and safety of the 
citizens whose, protection is his responsibility. 

2. An officer engaged in, fresh pursuit must take into consideration the conditions then 
and there existing, for example, road conditions, density and flow of vehicular and 
pedestrian traffic, expressway versus commercial or residential area, and the time of 
day. 

3. The law permits officers who are engaged in fresh pursuit to exceed the speed limit 
and to violate other traffic regualtions as necessary in order to maintain fresh 
pursuit for apprehending the violator, but only: 
a. If the red light and siren are employed (designating afl emergency vehicle). 
b. If the utmost safety is insured for self and others. 

4. Even though the officer is legally engaged in fresh pursuit by complying with part I, 
paragraphs C3a and b above, he is not relieved of his duty to drive with due regard 
for the safety of all persons, or is he protected from the consequencps of any reckless 
disregard for the safety of others. The officer's ability to supervise or control other 
motorists by the nature of existing circumstances is limited, and it is his duty to avoid 
contrituting to the d(!nger already created by the violating motorist. 

5. Under no circumstances shall a member of the department cross the District of 
Columbia line in pursuit .::>f a suspect wanted only for a traffic violation or other 
misdemeanor. 

6. When attempting to stop a violator who has not yet begun to flee, the pursuing of­
ficer should, keeping in mind personal safety, try everything within his authority to 
apprehend the subject without resorting to a high speed chase (for example, officers 
shall utilize their outside radio speakers andl or spotlights or wait until the subject 
parks or stops at a traffic light). If at all possible, the officer shall note the tag 
number on his clipboard or notebook prior to directing the violator to stop. These 
notes are valuable in the event the subject is able to avoid immediate arrest. It shall 
be remembered that some individuals enjoy being chased by the police solely for the 
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suspense and the excitement that the experience may yield. 

D. Procedures for Fresh Pursuit 

1. When engaged in fresh pursuit, the pursuing officer shall remember that the sooner 
the subject is stopped or apprehended, the less the opportunity for an accident. He 
shall not endanger the public or himself as a result of his driving techniques. 

2. As soon as the operator of a pursued vehicle increases his speed or drives in such a 
manner so as to endanger the safety of others, the pursuing officer shall immediately 
activate both siren and red light, and shall continuously use both throughout the 
entire pursuit. Officers are reminded thCit the warning effect of the siren will 
decreClse rapidly as the speed 0'1 the pursuit vehicle increases. 

3. When safe to do so, the pursuing officer shall maintain steady communication with 
the radio dispatcher, relaying i\'1f':wmation such as the identity of his unit, location, 
direction of travel, exact reason '!or pursuit, and other pertinent details which will 
enable other officers in the area, as well as the dispatcher, to assist. While the 
pursuit officer is transmitting information to the radio dispatcher and / or to other 
uni.ts, he shall keep his voice as normal and coherent as possible, and I1e shall not 
:;hout. In the case of a two-man police vehicle, the passenger should handle the radio 
transmissions. Units that have prisoners, witnesses, suspects, or complainants 
ab02rd shall not become engaged in pursuit situations. 

4. Units responding to assist should concentrate on covering the streets parallel to the 
one the pursuit is on, thus creating a "boxing in" effect which will, hopefully, if not 
effecting his capture, at least discourage the violator from continuing :,is flight. This 
technique is also advantageous in the event the violator is able to elude the im­
mediate pursuit vehicle, or in case the violator abandons his vehicle and flees on 
foot. If the violat0r does abandon his vehicle and flees on foot, the pursuit officer 
should, before giving foot pursuit, notify the dispatcher of his location, remove his 
ignition keys, and quickly check the violator's vehicle fot' other occupants who may 
have hidden. 

5. To the fullest extent possible, detailed descriptions of the car, license number, and 
occupants should be obtained and broadcast. Even a partial license number is a 
valuable aid in quick identification. 

6. In the course of pursuit, a safe distance shall be maintained between cars, as this will 
enable the pursuing officer to duplicate any sudden turns and lessen the possibility 
of a collision in the event of a sudden stop. Deliberate physical contact between 
v(~hicles at any time will not be justified, except as necessitated at roadblocks and 
under the provisions of orders pertaining thereto. 

7. Because of the potential dangers involved, pursuing officers shall not pull alongside 
a fleeing motorist in an attempt to force the subject into a ditch, curb, parked car, or 
any other obstacle. It should be noted that if this occurred on a four-lane highway, 
the danger of a side swipe collison would be increased; and the opportunity for 
escape would become greater through quick application of the brakes and a sudden 
turn by the violator. " 

8. In order to avoid being arrested, many motorists will take imperiling chances. 
Re:gardless of the extenuating circumstances, the pursuing officer shall not duplicate 
these hazards. In the apprehension of traffic offenders and other violators, an officer 
must be sensitive to the public's reaction. This means that in all cases he must 
operate his vehicle in a manner that shows consideration for his own safety, the 
safety of the violator whom he seeks to apprehend, and, above all, the safety of 
others who may be using the roadway. Because of the many handicaps he en­
counters, the pursuit officer must recognize and accept the fact that he will not be 
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able to successfully apprehend every motorist he decides to stop. 
E. Use of Firearms in Fresh Pursuit 

i. An officer is justified in using his service revolver when engaged in fresh pursuit 
which remains entirely within the District of Columbia only when in compliance with 
the provisions of chapter 2, section 4, of the Manual of the Metropolitan Police 
Department. 

2. An officer shall not use his firearm during fresh pursuit in a foreign jurisdiction, 
except in defense against an attack that may result in death or serious bodily injury 
to the officer or to an innocent bystander. 

3, The safety of innocent bystanders is to be a primary factor considered by a police 
officer in his determination to discharge a firearm at or from a moving vehicle; and 
the following series of factors must be weighed fir::;t: ricochets, danger of a car out of 
control, and the safety of any hostages. 

4. When a suspect is fleeing from the scene of a crime in a moving vehicle, or the officer 
is himself in a moving vehicle, it is best to attempt to apprehend the subject through 
the use of police communications media and cooperative police work rather than by 
shooting at the veh,icle. Except in the most extreme cases, shots fired at or from a 
moving vehicle are to be avoided. 

F. Use of Roadblocks in Fresh Pursuit 
L Because of the extreme and obvious dangers inherent in the use of roadblocks in 

pursuit situations, it is the pollcy of this department that the use of roadblocks for 
the purpose of apprehending wanted suspects shall not be employed when it is 
apparent that innocent persons would be endangered. 

2. Roadblocks can be utilized by members of the force during a fresh pursuit only on 
the order of an official and then only as a last resort when the person being pursued 
has proven, by his method of flight, total disregard for the lives and safety of the 
public. 

3. Under no circumstances shall vehicles other than Metropolitan Police Department 
vehicles be used as roadblocks. Once a roadblock has been ordered and a depart­
mental vehicle has been stationed as part of a roadblock, no one shall remain in the 
vehicle. 
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WASHINGTON, D.C. POLICE POLICY 

\ 
USE OF EMERGENCY WARNING DEVICES 

B. Authorized Use of Emergency Warning Devices in Responding to Classified Radio 
Assignments 
Units selected to respond to Code 1 assignments shall be classified as either primary or 
secondary response units and shall be responsible for the below listed procedures. 
1. Primary units shall; 

a. Respond directly to the reported location of the call for service by the most direct 
route, using appropriate emergency warning devices to assist in a safe and swift 
response to the reported ecnergency. 

b. The first primary unit directed to respond shall use the first position on the 
electronic siren selector ("Wail"). The second primary unit directed to respond 
shall use the second position on the siren selector ("Yelp"). 

2. Secondary units shall; 
a. Respond to the area of the assignment at normal rates of speed, without using 

emergency warning devices, observing all traffic regulations. 
b. Establish a perimeter patrol six blocks from the location of the assignment for the 

purpose of apprehending escaping assailants and providing support for primary 
units in th~ event the incident escalates beyond their capability. 

3. No mobile units shall respond as primary or secondary units until approved by the 
Communications Division. All department vehicles in the immediate vicinity of a call 
for assistance shall notify the Communications Division their unit number and 
location when requesting assignment and be governed by the instructions dispat­
ched by the Communications Division. It shall be the responsibility of the first officer 
on the scene to advise the Communications Division when additional assistance is 
needed or when a Code 1 shall be cancelled. 

4. Units selected to respond to Code 2 assignments shall respond to the location of the 
call for service by the most direct route, complying with the traffic regulations of the 
District of Columbia, and shall not use emergency warning devices. The term, "Code 
2," shall not be announced. 

C. Operator Initiated Use of Emergency Warning Devices 
1. It shall be the policy of the department that operators of department vehicles shall 

make minimum use of emergency warning devices consistent with the safe per­
formance of police functions and shall contact the Communications Division for 
authori;!ation prior to activating any emergency warning device with the exceptions 
listed below: 
a. When in the opinion of the operator, an emergency is imminent or exists or the 

activation of; emergency warning devices is necessary to protect life or render the 
necessary police service, and the situation is such that contacting the Com­
munications Division is impractical or impossible, emergency warning devices 
may be activated without prior authorization. However, the operator shall contact 
the Communications Division at the first opportunity and advise them of such use 
of emergency warning devices. 

b. The use of red beacon lights only is authorized, without obtaining approval under 
the below listed circumstances; , 
1. At the scene of any incident where the utilization of beacon lights constitutes a 

necessary warning for the protection of life (such as fire, accident or disaster). 
2. When it is necessary to use department vehicles as protective barriers, or 

roadblocks in conformity with the provisions of General Order No. 308.3. 
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3. As a visual signal to attract the attention of motorists being stopped because of 
traffic violations or for other law enforcement purposes. 

2. Each operator-initiated use of emergency warning devices, except red beacon lights 
only as authorized in the preceding paragraphs shall be recorded as an assignment 
on PD Form 775. 

3. Operators of emergency vehicles shall immediately deactivate all emergency 
warning devices at the time they arrive at the scene of a call for police service or 
when the need for the activation of warning devices ceases, except as allowed in 
paragraphs 1 (b) (1), (2) and (3) above. 

D. Emergency Vehicles Defined 
1. For the purpose of this order an emergAncy vehicle is defined as one equipped with 

and actually operating the below listing warning devices in conformity with the 
provisions of the order. . 
a. Siren 
b. Roof mounted emergency red beacon light(s), or 
c. Portable emergency red beacon light (only while the light is actually mounted on 

the roof of the vehicle). 
2. Vehicles equipped' only with siren, and red lights mounted in the front grill, and 

having no permanent red beacon light are not classified as emergency vehicles. 
E. Operation of Emergency Vehicles 

1. Officers must realize, wnether on routine patrol or responding to an emergency call, 
that they are not the sole users of the highway. They must give full time and at­
tention to the operation of the vehicle and comply with pertinent traffic regulations. 
It is of importance to respond swiftly to emergencies. It is equally important to reach 
the destination safely. Extreme caution must be exercised in the area of schools in 
session, intersections, and other such locations where a potential danger may arise 
to the public or to the member of the force. 

2. Vehicles being operated with all required emergerlcy warning devices shall ad­
ditionally; 
a. Have both front door windows open if a two-man unit 
b. Have one front door window open if a one-man unit. 
c. Have the neadlights activated regardless of the time of day. 

3. Members of the force are reminded that departmental vehicles shall be operated as 
emergency vehicles only in the District of Columbia, and when outside the District of 
Columbia, only while engaged in "Fresh Pursuit." 

4. Members of this department, while operating emergency vehicles with emergency 
warning devices activated shall comply with the following minimum standards: 
a. When approaching any intersection controlled by electric signal devices: 

1. Stop before entering the intersection when a red signal is displayed. 
2. Slow to the maximum legal speed when a green signal or a following yellow 

signal is displayed. 
3. Stop before entering the intersection when four-way pedestrian walk signals 

are displayed. 

b. When approaching an intersection controlled by a stop sign, the operator shall 
stop before entering the intersection. 

c. When approaching an unco~trolled intersection or an intersectio'n controlled by 
yield signs: 

1. Slow to the maximum legal speed before entering the intersection. 
2. Comply With all other requirements applicable to uncontrolled intersections or 
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Intersections controlled by yield signs. 

5. No vehicle shall be operated at a speed greater than 30 miles per hour in excess of 
the posted or prima facie speed limit when responding on an assignment, except the , 
officer may disregard this prohibition when operating an emergency vehicle in fresh 
pursuit of a suspected felon or a serious traffic violator. 

6. Vehicles equipped only with sirens and red lights mounted in the front grill shall be 
operated in conformance with traffic regulations, except that when the siren and red 
lights are properly activated the operators may exceed the prima facie speed limit, 
consistent with existing conditions and safety requirements. 

Part" 

A. Code 10-33 Assignments 
1. It is the responsibility of the Communications Division to dispatch two primary 

mobile units plus a supervisory vehicle upon receipt of a Code 10-33 request. The 
following priority shall be followed in dispatching mobile units: . 
a. Marked four wheel units 
b. Motorcycle units 
c. Unmarked four wheel units. 

2. In addition to primary uni~s, the Communications Division shall, when necessary, 
designate three secondary units to respond. All secondary units shall remain on 
perimeter patrol until the Communications Division advises that additional 
assistance is required or cance~s the assignment. Upon cancellation Oi' the Code 10-
33 by the Communications Division, all secondary units shall immediately return to 
normal patrol assignments. 

B. Emergency Delivery of Blood 
1. Since provisions are normally available for delivery of blood from 0800 to 1600 

hours, the services of the Metropolitan Police O'epartment shall only be required 
between 1600 hours and 0800 hours under normal circumstances. 

2. Hospitals or blood banks requesting delivery/service of the police department shall 
be required to give the name of the physi.cian requesting the delivery of blood, the 
name of the recipient (person to receive the blood), the nature or condition 
requiring emergency transfusion, and the hospital to which blood is to be delivered. 
This information shall be recorded on PD Form 258-A. 

3. During the hours of 1600 to 0800, blood may be required because of a possible 
depletion of a hospital supply. In these situations the transportation of blood will not 
be an emergency assignment. 

Part III 
A. Emergency Assignments 

It shall be the responsibility of the first supervisor on the scene to expedite the return to 
service of all vehicles not required 

B, Emergency Delivery of Blood 
1. The Metropolitan Police Department shall assist in emergency blood deliveries 

outside of Washington to the extent that they shall deliver blood to the District of 
Columbia line where it shall be transferred to an individual deSignated by the 
Maryland or Virginia authorities. The same procedure as set forth in part II, 
paragraph B, shall prevail, unless severe disaster has occurred and local and state 
police personnel are engaged at the scene. In such instances, it shall be delivered by 
Metropolitan Police Department personnel in the metropolitan area by direct orders 
of the Chief of Police or competent authority. 

2. In an emergency situation, when it is determined by the official in charge of the 
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Communications Division that otlier facilities are not available for the transportation 
of blood between the hours of 0800 and 1600, department vehicles and personnel 
may be used. 
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CAMBRIDGE, MASSACHUSETTS POLICE POLICY MANUAL 

, EYEWITNESS AND OTHER IDENTIFICATIONS 

I. Law 

Concern for the fairness of eyewitness identifications arises from their potential impact 
upon the outcome of a trial. To promote the reliability and fairness of such identification when 
actu~I.ly ma.de, t~e rule has been established that when a suspect in custody is compelled to 
partlcIP?te.1n a line-up, he.must ~e informed of his right to have a lawyer present at the line-up, 
and of his right to be prOVided with counsel for such purpose if he is unable to afford it. U.S, v, 
Wade,388 U.S. 218 (1967); Gilbert v. California, 388 U.S. 263 (1967). 

Since 1967, this rule has been affirmed repeatedly by the U.S. Supreme Court and the 
Massachusetts Supreme Judicial Court. The doctrine has even been expanded since then to 
cover types of "confrontations" between suspect and witnesses other than formal line-ups . 
The general rule w.h ich has developed over time to cover these situations is the following; 

Whenever a crime has occurred and there are persons who allege they saw the per­
petrator and a suspect is apprehended, before that suspect can be shown to those 
witnesses either in a line-up, "show~up" or other setting for possible identification the 
suspect must be informed of his right to have counsel present and of his right t~ be 
provided a lawyer without cost if he is unable to afford one. Unless a valid waiver is 
executed, no identification may proceed without the presence of counsel. 

This rule does not cover all identifications, and equally frequently since 1967 the courts have 
held that there is n~ obligation to provide counsel in the following situation; 

When ~ susp~ct :5 apprehended in the immediate aftermath of a crime, and an on-the­
street .Identlfl,catlon can be .arranged, the suspect can be viewed by the eye-witness. In 
such Clr?!.!iTiS~ances,. ther~ .IS !~O right to provision of counsel, although, or course, the 
manner In which the Identification is carried out is suject to requirements of fairness. 

II. Procedures 

The following procedures are promulgated to facilitate eyewitness identifications and to 
ensure that such identifications are upheld in court. 

A. On the Street Identifications 
1. When allowed without counsel warnings 

a. Situation: Suspect not apprehended and identity of suspect not yet determined. 
When, after a crime, a suspect is neither apprehended nor his identity known it is 
proper an? advisable pOIi?e procedure to transport victims and eye-witness~s in 
police vehicles and to cruise the area in which a crime has occurred in order for 
them to point out the perpetrator of the offense. But when doing so, the officer 
mus~ ~e careful not to implicate anyone on the street whom he thinks may look 
SUSPICIOUS. When such a person is seen, the most the officer is permitted to do is 
to point him out in order to draw the victims' and witnesses' attention to him for 
their reaction. 

b. Situation: Suspect arrest13d or stopped within two hours of a crime and within 
reasonable proximity of 1wailable witnesses. 
There is no counsel requirement when an on-the-street Identification is made of a 
suspect who has been apprehended in the immediate aftermath of a crime 
"Immediate aftermath" may extend up to but not beyond two hours. . 
Note: "'{henever in doubt as to whether an on-the-street identification is lawful 
becau~e ?f the I~pse of ti~e or any.other reason, an officer should request advice 
from hiS Immediate Superior or the Patrol Supervisor. Specific Procedures: 
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1. If there are witnesses to a crime who allege that they observed the pe~­
petrator, and ifan investigation of the crime is in pro.ce7s and it a suspect IS 
arrested within two hours of 8n alleged offense and within an area reasonably 
proximate to the scene of the crime, return the suspect to the scene 0: the 
offense or transport the eyewitnesses to the scene of the arrest for Iden­
tification of the suspect. 

2. If, however, a person is detained subject to a "stop" and probabl~ cause to 
arrest does not yet exist, bring the witnesses to the place of the stop. Do not 
bring the suspect to the witnesses. If transporting the witnesses to the crime 
scene would take more than 20 minutes, release the suspect unless probable 
cause for arrest develops. (For legal and procedural guidelines on "Arrest" 
and "Stops" see the sections dealing with these subjects in this chapter,) 

3. Conduction the on-the-street identification. Even though an on.the-stre~t 
identification takes place within minutes after a crime occurs and therefore IS 
indisputably carried out "in the immediate after~ath" of the crim~, it is still 
subject to later attack if it was executed in an unfair manner. To aVOid that, the 
officer must observe the following guidelines: 

a. Maintain neutrality. When presenting a suspect to an eyewitness for iden­
tification, rem'ain as neutral as possible, consistent with the continued secur~ 
custody of the suspect. . 

b. Avoid suggestiveness. Neither say nor do anything whic~ ~ill convey to the Wit­
ness that the suspect has admitted guilt, that property Similar to that stolen was 
recovered, that weapons similar to those l.sed have been seized, ~r that he 
believes the suspect is guilty. If possible, have other pers?ns around trle suspect 
to reduce the impression that he alone could be the gu!lty party. For exam~le, 
prior to the identification, do not tell the witness, "H~'s gl~en us a full c.onfesslon 
but we still want your identification." Also, in such Situations, do not display the 
proceeds of the crime by holding up the stolen wanet and saying, "He had your 
wallet." . 

c. If several witnesses are present, see that each witness views the suspect in­
dependently, out of the immediate presence or earshot of the other witnesses. 

4. Record statements in Memo Book. Make written notes in the Memo Book or 
otherwise record: 

a. Any statements made by each witness viewing the suspect. In pr~senting a 
suspect to a victim or eyewitness, be alert for spontaneous exclamations. ?r ex­
cited utterances or other reactions by the witness since these can be testified to 
in court and such testimony may enhance a subsequent in-court identification. 
Incorporate these in the statement of facts?f ~he case in the Pol~ce R~port., . I 
Example: Upon viewing the suspect, the victim of a rape exclaims, That shim. 
See the scar on his neck." . . 
Action: Record this statement in your Memo Book and later In ~he P.D,llce. Report. 

b. All significant circumstances surrounding t.he o~~the:street Identification. For 
instance, time, location or arrest and of the Identlflcat!.on, p::so~s present, how 
the identification was executed, and the duration of the Identification. 

B. Emergency Identifications . . 
When either a suspect or a witness is in imminent danger of de~th such (IS when he.ls on 
the "critical list" in a hospital, an identification can take place Without counsel, provided: 
1. All possible good faith efforts are made to provide, co~tact and h~ve counsel present. 

if requested after the suspect has been informed of hiS regular right to the presence 
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of counsel, and 
2. Affirmative steps are taken to minimize any prejudice to the suspect by cir­

cumstances of the identification. 
C. Station House Identifications: Identifications when suspect has been arrested more than 

~wo ho~rs ~fter the crime or whenever si,1spect is in custody at the station house. Except 
In special ~Jrcumstances approved by a Commanding Officer or the Patrol Supervisor, if 
a. suspect IS arres~ed more than two hours after a crime occurred, and if no emergency 
Clrcumstanc~s ex~s.t, t~e ~rrested person is to be brought to the Station House. Any 
subsequent Identification IS to be carried out in accordance with the procedures listed 
below. 
These procedures .establish the rules for any identification involving a person held in 
custody at the Station, regardless how soon after the commission of the crime. 
Example: .Officers investigating a burglary have broadcast a look-out and have 
requested the complainant to accompany them to the Station to view photographs of 
persons suspected of other burglaries in the neighborhood. While they are at the Station 
an arrest is made by another unit one-half hour after the offense was committed and 
onl~ three blocks from the scene and the suspect is brought in. ' 
Act~on: There should be no identification made at the Station unless the suspect is told 
of hiS nghtto counsel and other procedures set out below are followed. 
1. Gener~1 su~ervjsory responsibility. The Commanding Officer of the Bureau of 

Opera.tlons.,~ to .have general r~sponsibility for the proper execution of line-ups and 
other Identlfl~atlons ~t the Station House. He, or in his absence, the Officer in Charge 
of the ~esk,. I~ to. review the plans of officers of rank intending to conduct Station 
House IdentifIcatIons. Such officers of rank are to be advised of the requirements of 
law and Departmental procedures surrounding Station House identification. Fur­
thermore, the ~o!TImanding Officer of the Operations Bureau is to periodically 
assess the working of the Department's Station House identification procedures and 
make recommendations for any needed changes to the Chief. 

2. ~esponsibility for direction. Station House identifications are to be directed by of­
flcer~ of rank. A sergeant directing such shall contact his immediate superior if 
possl~le, befor~hand, informing the superior of his intention. Any officer of ra'nk 
planning a StatIon House identification is to report beforehand his intentions and his 
plan for proceeding to the Commanding Officer of the Bureau of Operations or in his 
absence, to the Officer in Charge of the Desk. ' 

3. Infor~ing !he suspec!. Befor~ identification, whethe.r it be by line-up or other means 
by wh Ich t.:e su~~ect. IS physlca lIy observed by eyewitnesses, inform the suspect: 
a. That an Identification proceeding is going to take place: 
b. That he has a right to have a lawyer present before the identification proceeds 

and during the identification; and 
. c. That if he cannot .affor~ a lawyer, one will be provided for him free of expense and 

that the proceeding WIll be delayed until such lawyer is present. 
4. Obtaining a waiver. If the suspect is willing to take p:,r,' in the line-up without the 

presenc.e of counsel, get his written an~ signed voluntary waiver. Take the same 
precaut,?ns to assure that the waiver is knowing and voluntary as are required to do 
w~en ~I~anda ,~Ights ~re.w~!ved ?uring questioning. (See the paragraphs dealing 
with thiS In the QuestIoning sectIon of this chapter and follow the guidelines given 
there.) 

5. Obtaining an ~ra~ waiver; Precautions. If the suspect refuses to sign a waiver but, 
nevert~eless, indicates that he does not wish to exercise his right to counsel, take 
the waiver orally. But take care to have others present who will attest to the 
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suspect's knowing and voluntary choice not to have counsel. At the same time, avoid 
having too many police officers present because a court may conclude that with so 
many police officers present, the suspect was too frightened to make a truly 
voluntary waiver. 

6. Notifying counsel. If counsel has been retained or provided prior to the identification, 
notify counsel for the suspect of the time of the identification and of the date, time, 
plac6 and nature of the offense. 

7. Type of identification. Except in unusual circumstances, conduct identification at the 
Station House by line-up. 

8. Cooperating wi~h defense counsel. When defense counsel is present, accept his 
suggestions as to the manner of conducting the line-up or other identification unless, 
if by doing so, the Commonwealth would be prejudiced. However, remember that the 
police are ultimately responsible for the proceeding and that defense counsel have 
no right or power to prevent an identification altogether. 

9. Suggestiveness prohibited. Whether or not defense counsel is present, all 
suggestions to witnesses are prohibited, whether they be by casual offhand com­
ments or by the manner in which the suspect is made to stan'd out from the other 
persons in the identification array. 
To this end: 
a. Have a sufficient number of persons in the array. If there is to be a mistake, make 

it by having too many people. 
b. If a witness has described the man he or she saw, make sure the suspect does not 

stand out in the line-up. Be certain, in such cases, that others in the array fit the 

description. 
10. What persons in the line-up can be made to do. During a line-up persons in the line-

up may be compelled to wear certain clothes, to put on or take off certain clothes, to 
take certain positions or stances or to walk or move in certain ways. The suspect may 
also be compelled to speak for voice identification purposes, but special precautions 
of fairness should be taken before doing so. 

11. Witnesses shall view the line-up or other array one at a time; If more than one wit­
ness to a particular crime is present, make certain that each views the array 
separately and independently. Until the last witness in the case has viewed the line­
up, prohibit the witnesses from conversing or otherwise communicating with other 
witnesses after having viewed the line-up. 

12. Photographsof the array. See to it that several photographs are taken of the whole 
array to document how it was constituted. 

13. post-view questioning of witnesses. If counsel was present at the identification. 
inform him of and give him an opportunity to be present at any questioning of the 
witnesses by any police officer, that occurs soon after the identification proceeding. 

14. Suspect's refusal to participate. When suspect refuses to participate in line-up or 
other proper identification procedure at the Station House: 

a. Advise him: 
1. He has no right to refuse. 
2. His refusal can be used as evidence against him at trial. 

b. Ask him the following questions and record the responses in your Memo Book or 
on a 650 for Idter use as evidence against the suspect: 
1. "Do you refuse to participate in the identification proceeding?" . 
2. "00 you understand that you do not have a Constitutional or other right to 

refuse?" 
c. Inform the suspect's attorney, if present, that the suspect refused to participate. 
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d., ~rra.nge alternative identification procedures, for example, by photograph. 
D. IdentIfIcatIon Through the Use of Photographs 

1. The ~se of photographs for identification purposes prior to an arrest is permissible. 
provIded the suspect's photograph is grouped with at least eight (8) other 
photographs of the same general description. If any police Identification numbers 
appear on the photographs, the numbers are to be covered. 

2. Adequate recl):-ds of the photographs shown to each witness are to be kept so that 
the exact group of photographs from which an identification was made can be 
presented in court at a later date to counter any claim of undue suggestion and 
enhance the reliability of the in-court identification. This il:lformation is to be 
recorded in the statement of facts of the case. 

3. Each witness is to view the photographs independently, out of the immediate 
presenctl of the other witnesses. . 

4. When an. arrest i~ made following a photographic identification, the officer handling 
the case In court IS to arrange for a Ime-up to test the identification, 

5. Photographic identifications are not to be made once arrest has occurred. In such 
cases identifications are to be by line-up in accordance with section (C) above. 
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DAYTON, OHIO POLICE POLICY 

GUIDELINES FOR CITIZENS' PATROL ORGANIZATIONS' 

The Police Department, by this policy statement, is establishing guidelines with respect to 
departmental recognition of citizen patrol organizations. Due to the number of groups forming 
and presently in existence, it is hoped that the establishment of such a policy will result in 
greater understanding of the Police Department's position. Citizens' patrol organizations 
(such as Neighborhood Assistance Officers and Citizen Bandllnits) meeting the requirements 
of this policy can expect police acknowledgement of the group's contributions to the public 
welfare, a close working relationship with departmental personnel, and police assistance in 
special programs and training. , 

There is room for a variety of relationships to the Department within the parameters of this 
policy, ranging from the highly-trained Neighborhood Assistance Officers wbo actually handle 
service calls not requiring the services of a police officer, to groups merely interested in 
staying in their vehicles and serving as our "eyes and ears." Regardless of the role the patrol 
organization desires to play, the Department believes the following standards must be 
maintained in order to protect the integrity and effectiveness of the organization in its 
relationship to the City and the Department. 

Organizations which meet these standards are most likely to render the kind of valued 
public service which is so greatly appreciated by the policemen and citizens of our City. It is 
very important that the good names of the organizations of integrity not be blemished by 
inadlOlquately trained and supervised groups who are not responsible to the Department. 

In order for citizens' patrol organizations to be recognized by the Police Department, the 
following requirements must be met.: 
1. A group must be representative of the area. 

a. Members will be residents wi~hin the area. 
b. Supervised by an advisory council of citizens who are residents within that area. 
c. Work in coordination with the Police Department. 

2. It must be fully organized. 
a. Hav9 a constitution and by-laws. 
b. Have rules and regulations. 
c. Have formal procedures that are consistent with police objectives. 

3, They must be under police supervision in orderto have: 
a, Formal standards. 
b. Formal training by police approved instructors and curriculum. 
c. Formal plans of procedure. 
d. Formal police acceptance. 
e. Perform activities in coordination with the Police Department. 
f. Report their activities for approval of the Police Department and their community, 

4., A group must have adequate financial support in order to cover the costs of training 
equipping, and operating the organization. This support may be from private or govern· 
mental sources. 
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DAYTON, OHIO POLICE POLICY 
RELEASE OF RECORDS 

In order .that the department fulfills its responsibilities with respect to the collection, 
preservatIon, and release or review of records, and so as to implement and protect con­
stitutional guarantees or privacy, the following policy is adopted. 
This order supersedes ALL previous orders, memos, Manual of Procedure, and procedures 
developed through unofficial sources. 
I. Adults 

A. Unle!is provided for in this order, NO departmental records of fingerprints, photographs 
or previous criminal or traffic activity are to be released or reviewed QY ANYONE othe~ 
than sworn members of THIS department. 

B. Release or review of,records can only be accomplished as authorized below: 
1. AN INDIVIDUAL, WHO PERSONALLY APPEARS at the Information Counter, 

properly identifies himself, and signs a Records Review Request form, may REVIEW 
his own personal record. He may make notes of its contents, but may NOT remove 
the record from the Information Counter or purchase copies of it. The record is to 
remain in the custody of the Department of Police. 

2. PERSONS WHO SUBMIT WRITTEN REQUESTS OR WAIVERS by mail, seeking 
release of their records are to be advised that such requests or waivers cannot be 
honored. These persons are to be advised by mailing them a 3" X 5" card entitled 
DAYTON POLICE DEPARTMENT'S RECORDS POLICY. This card is available at the 
Information Counter. 

3. PURSUANT TO A REQUEST FROM A PUBLIC LAW ENFORCEMENT AGENCY, (eg. 
Police Departments, Ohio State Patrol, F.B.I., Corrections or Courts Agencies) for 
purposes of prosecution, building a criminal cas1e leading to a prosecution, or con­
ducting an investigation for probation consideration. 

4. Governmental and law enforcement agencies seeking records checks of persons 
they are considering for employment, IN THE ABSENCE OF A NOTORIZED WAIVER 
FROM THE PERSON BEING INVESTIGATED are to receive ONLY records of 
CONVICTIONS and NOT records of arrests where NO CONVICTION was obtained. 
For purposes of this policy, bail forfeitures are to be considered as convictions. 
Records of arrests which have no disposition are to be released ONLY to public 
agencies such as those listed in Paragraph B-3 above, and THEN ONLY for those 
reasons listed in B-3. 

5. EXCEPTIONS TO PARAGRAPHS B-1, 2, 3, and 4, are where the release of records is 
required by LAW. (eg. Visa, Passports, Immigration, Prison Visits, Used C~r 
Salesmen, etc.). In these cases the Release WAIVER OR REQUEST must be 
NOTORIZED. 
If Records Section personnel receive a request that appears to fall within this ex­
ception clause, but not specifically mentioned herein, they are to obtain clearance 
from the Supervisor of the Records Section prior to honoring the request. 

C. Mem~ers ~f THIS department, as well as members of ANY law enforcement agency, as 
described In paragraph B-3, who receive departmental records as described in this 
order, ARE NOT TO PASS them on to persons NOT AUTHOR/ZED to receive them under 
the provisions of this order. 

D. /n t.hose in~tances where persons appear at the Information Counter with a request to 
review their personal record of arrests and convictions, the Information Counter per­
sonnel are to respond as follows: 
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1. CAREFULLY ch~~ck the identification offered to ascertain that it matches the person 
presenting it. 

2. Produce the Records Review Requestform for that person's signature, and sign as a 
witness to the signature. 

3, EXPLAIN to the individual that the record MUST be reviewed at the Information 
Counter, and no part of it may be removed or copies purchased. 
Counter personnel are NOT TO VERIFY, in any way, ANY INFORMATION the person 
may elect to copy from this record. 

4. After the individual has review'ad the record it is to be returned to the jacket (felony 
records) or the envelope (misdemeanor I traffic records), and the signed and 
witnessed Records Review Request form is to be placed in the jacket or envelope 
with the record. 

E. EXCEPT WHERE VALID LAW ENFORCEMENT PURPOSES DICTATE TO THE CON­
TRARY NO PICTURES OF SUBJECTS ARE TO BE RELEASED TO THE NEW MEDIA. This 
is to in~lude arrested persons, police officers or applicants, taxi drivers or applicants, or 
any other persons whose pictures may be in departmental files. 
DIVISION COMMANDERS may make exceptions to this rule when thoy feel a compelling 
need to do so, but in ea'ch instance where exception is made, the Commander making it is 
to cause a report to be forwarded to the Director of Police explaining the action and the 
reason such action was deemed necessary. 

II. Juveniles 
Juvenile police records are NOT for public use and are to be released ONLY to police, 

Courts, and Corrections agencies as defined in Section I, paragraph B-3 of this order. 
• III. Requests by Telephone from Police, Courts, and Corrections Agencies 

A. Police, Courts, or Corrections personnel. as described in Section I, Paragraph B-3 of t~is 
order, who request records by telephone are to be required to identify themselves by 
NAME, AGENCY, PURPOSE FOR THE CHECK, AND THE TELEPHONE NUMBER OF 
THEIR AGENCY. 
Records personnel, taking the call, are toadvise such agency they will be called back with 
the information after the check has been made. The "call back" is to be to the telephone 
number of the agency requesting the information and to NO OTHER PHONE NUMBER. 

B. Records personnel, taking this type call, are to check for the record requested and if the 
subject has a record they are to do as follows: 
1. Execute a Records Review Request form and print the words "Requested by 

Telephone" on the agency signature line, and the phone number which was left for 
the "call back." Fill in specific purpose the information was requested. Make the 
'''call back" to the agency of the requesting officer, and give the information to HIM. 

2. Upon completion of the call the Records Review Request form is to be placed in the 
felony jacket, or misdemeanor I traffic envelope along with the record and returned 
to file. The Records Section employee making this call is to sign the form on the 
witness line to show WHO executed the form and made the "call back." 

3, If the subject checked has no record with this department, the "call back" is to be 
made anyhow, but execution of a Records Review Request form will not be 
necessary. 

IV. Requesting Authority's Certification of Necessity and Purpose; Indemnification 
Any person or interests authorized by these rules to receive arrest and con'Jiction records 

shall be furnished such records upon application, IN WRITING, accompanied by the following 
certification signed by the requesting authority or executed in the manner described under 
Section III, paragraphs B-1, 2, & 3 of this order. CITY OF DAYTON POLICE OFFICERS ARE TO 
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BE EXEMPT FROM THE ABOVE PROVISIONS OF THIS ORDER. 

RECORDS REVIEW REQUEST FORM 

The undersigned wishes to examine the record of 

PRINT: Last Name First Middle AGE / SEX / RACE 

"I certify that the information applied for is necessary in the interest of the due ad­
ministration of the law, and not for the purposes of assisting any persons or any private or 
governr:n.en~ interests to use such information for their own benefit or in harassing, degrading 
or humIlIating any person; nor shall the information be used by non-governmental agencies 
for employment or related purposes. The specific purpose for which the information is 
requested is 
The information released shall be used for that purpose only and the requesting authority 
hereby indemnifies the Department for any liability arising out of the improper use of that 
information. 

Signature Witnessed by 
(Person witnf!ssing signature 
signs here). 

Signature of Agency Representative 

V. Responses to Requests for Records Made by Unauthorized Persons or for Unauthorized 
Purposes ' 

In responding to a request for records made by a person or interest which is not authorized to 
receille th:m or to a request for records made for an unauthorized purpose, the following 
response IS to be made: 

"The arrest and conviction records of the Dayton Police Department are not public 
records and, therefore, are not open to public inspection. As a matter of department 
policy, dissemination of such records is limited almost exclusively to law enforcement 
agencies and criminal justice personnel. The purpose of this policy is to protect the 
privacy of citizens. Accordingly, the department has not conducted a search of its records 
for information relating to your request. 

When a refusal to check records has to be executed by mail, Counter Personnel are to mail the 
above statement to the requesting person, ag€lncy or interest. This statement has been 
provided on 3" X 5" cards for this purpose and a supply is available at the Information 
Counter, 
It is ho,ped that this posture with regards to records will protect citizen's rights and, at the 
same time, protect our own law enforcement needs to maintain records on persons not con­
victed of a crime but who have been arrested. 
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DAYTON, OHIO POLICE POLICY 

RACIAL IOENTIFICATION POLICY 

The following policy is hereby established with regards to racial identifications, whether 
made in reports or broadcast over the air. . 
1. Persons of the Caucasian race are to be identified "white"; and on reports, thiS may be-

indicated by a "w". 
2. Persons of the Negroid race are to be identified as "black"; and on reports, this may be 

indicated by a lib". 
3. Persons of the Mongolian race are to be identified as "Oriental"; and on reports, this may 

be designated by an "0". . 
Any inconsistencies in previous General Orders are rescinded by this order. 

III 
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PRESCRIPTIVE PACKAGE: tlImproving POlice-CommunH:y :Relations" 

To help LEAA better evaluate the ~sefulness of Prescriptive Packages, the 
reader is requested to complete and return the following questions. 

1. What is your general reaction to this Prescriptive Package? 

[-J Excellent 
r:l Above Average 

[-] Average 
Cl Poor 

() Useless 

2. Does this package represent best available knowledge and experience? 

[-1 No better single document available 
[:1 Excellent, but some changes required (please comment) 
Cl Satisfactory, but changes required (pl.ease comm~np . '. 
(_] Does not represent best knowledge or experience (please comment) \ 

Comments: 

3. To what extent do you see the package as being useful in terms of: 
(check one box on each line) 

Modifying 2xisting projects 
Training personnel 
Administering on-going projects 
Providing'new or important information 
Developing or implementing new projects 

Of Some 
Use 
Cl 
ij 
Cl 
CJ 

Not 
Useful 

§ 
f:~ 

4. To what specific use, if any, have you put this particular package? 

5. In what ways, if any, could the 'package be improved: (specify) 

A. Structure/Organization 

B. Content/Coverage 

c. Objectivity 

D. Writing Style 

6. How did this packagE~ come to your attention? (check one or mqre boxes) 

[:1 LEAAMailing of package 
[_] Your organization's Library 
[_1 Contact with LEAA staff 

7. Additional Comment.s: 

LEAA Newsletter 
National Cdminlal Justice 
Reference Service 

() Other _____ _ 

llz ..... _= ___ r __ • ____________________ 4 ... ·i ___ ~ _____ _ _ 
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8, Check ONE item below which best describes your atfiliation with law 

enforcement or criminal justice. If the item checked has an asterisk 
C*), please also cheek the related level, i.e., 

9. 

Federal C] State 
Headquarters, LEAA 
LEAA Regional Office 
State Planning Agency 
Regional SPA Office 
College/University 
Citizen Group 

I_J Commercial/Industrial Firm 
Your Name (Optional) 

Organizat.ion or Agency 

Your Position 

c) County 
[-]- Police * 
C] 
L] 
LJ 
Ll 
LJ 

Local 

Court * 
Correctional Agency * 
Legislative Body * 
Other Government Agency * 
Crime Prevention Group * 

[_) Professional Associations * 
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